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) POSTSECONDARY VOCATIONAL EDUCATION FOR MENTALLY

RETARDED ADULTS
L I. INTRODUCTION

v, Historical Perspgective

The attitudes and prejudices which shape the lives of handicapped individuals in

the United States are deeply rooted in religious and moral ethies of the riddle
ages. Almost without exception, no other segment of America's people¥s’ so
\ affected by history as those with physical and mental limitations, From the

19th century to the present, individuals -with disabilities have been shunted irito

"segregated facilities, provided with separate and inadequate educational
opportunities, deprived of the opportunity to earn reasonable wages, and
considered an embarrassment to a.society which places A‘a premium on physical
beauty.

The churches of the middfe ages, the poor laws of Elizabethan England,
the Puritan principles of the value of work and evils of idleness, and the work
houses and alms houses of the 19th century all provide the foundations for
attitudes which shape today's programs. To- further complicate matters,
generations of researchers, studying retarded individuals in intellectually and
culturally sterile institutions, reached conclusions about retarded persons which
led to reduced expectations which appear inappropriate for individuals reared ip
other environments. o _

The disabled adult of the mid-19th century, lacking €mployable skills and
unaccepted by the community, found employment only in sheltered settings.
The .earliest recorded workshops for the handicapped in the United States were
extensions of educational programs for children. Schools for the blind, faced
with the problems of high unemployment among their graduates, opened

‘ "industrial” departments to provide emplayment opportunities. In general,
' these early efforts by schools to operate ‘sheltered workshops were unsucecess-
ful, most closing within a decade. ‘ '
‘ At about the same time, the mid-1840's, another avenue for sheltered
employment was opening for the hafdicapped. In 1845 the St. Vincent de. Paul
‘ Society opened its first "service unit" in St. Louis, Missouri. The purpose was to
aid the needy ahd the handicapped through the collection, renovation, and
distribution of old clothing and household furnishings. Employment of the
handicapped ‘in these early workshops was more a by-product than a primary
purpose. As with‘the workhouses, theré“was a general sense that welfare should
be earned and idle hands kept busy. .

Thirty years later, in Philadelphia, the first independent workshop with a
sole purpose of providing employment for the handicapped was established.
This was the Pennsylvania Working Home for Blind Men, an outgrowth of one of
the earlier "industrial departments" of a school for the blind. The first state
-supported sheltered workshop, the Califorfia Industrial Home for the Adult
Blind, was established in 1885 irf Oakland, California.

During the same period, the latter half of the 19th century,-non-religious,
charitable organizations and- societies became involved with programs. to
employ the handicapped. In 1877 a sewing work room was established in Boston,
primarily to occupy _thg'fl)m(; of poor women. Wages were paid from charitable

-
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contributions and the products were given away. Later, as financial difficulties
emerged, products were sold to generate wages. This shop later beca/mé a
workshop for the handicapped. -

By the turn of the century, the Salvation Army, the Volunteers of
America, and the Goodwill Industries had all begun operations, mostly for the

benefit of the poor but offering some employment to the handicapped.

Vocational opportunities for mentally retarded adults lagged a full
century behind the early programs for the blind. - Although many of these
individuals may hgve been involved in the generalized welfare shops, most of
the more severely retarded were removed from the communities and placed in
institutions. Unlike children who were deaf, blind, or otherwise physically
disabled who returned to their communities as adults, mentally retarded
children grew into adulthood in out-of-sight, out-of-mind institutional settings. .
The first community workshop of record specifically for ntally retarded
adults was established in San Francisco in 1951. Aided by FeWleral funds, shops
for mentally retarded adults grew rapidly. By 1968 the Department of Labor
had certified 468 workshops. By 1972 the number almost doubled.

- Sheltered workshops became a way of life for the handicapped in ti\'e
latter half of the I9th century and stayed with us as the expe¢ted terminal
employment for another century. Born of welfare, bred through charity, these
shops "protected" the handicapped from the stresses of an industrial society.

During this same'period, a bureaucracy of care was being developed gvhich
today permeates the social system. Service agencies at local, state, and
federal levels have developed over the years to care for the disabled, resulting
in the isolation of the handicapped from their less disabled peers. .These caring
bureaucracies justify their existence because of the needs of disabled persons.
The needs of the disabled and the needs of the caring bureaucracies form a

- symbiotic reiationship,' the disabled depend upon the bureaucracies and the

A

bureaucracies depend upon the disabled. This has resulted in a restriction of
services to the disabled by limiting services to those which could be provided by -
the specific caring bureaucracy. Generic systems which might have partici-
pated in the ¢are and treatment of disabled persons were discouraged from
dQing so by funding mechanisms which restricted funds to specific types of

-facilities. Legislation, written to provide benefits to disabled persons, also
“mandated, that specific types of agencies be established within each state to

assure appropriafe control of the funds and the programs. Along with the
required state agencies, advisory committees were- mandated which were
important to those individuals in the service system. _

Thus, the attitudes and prejudices which developed from the middle ages
and which reflected a protecting and caring society, still operate to protect
disabled persons and the systgms which sérve them. s

Vocational Education and Rehabilitation

Concern with the employment of handicapped adults, invélves two quite
szg ate concepts: vocational education and vocational rehabilitation. The
project discussed in this repor? represents "vocational education," not voca-

" tional rehabilitation. The difference etyeen these two is worthy of considera-

tion. .
Although there aay often be overlapping functions, the field of vocational

ersons td.the requirements of various jobs. 'Therefore, considerable atfention

'%ehabmta ion is primarily involved in matching the skills of handicapped

is paid to vocational evaluation to det ne the skills, strengths and weakness-
es of the client. In sophisticated sys , computerized job banks may be used
— . ] ' 14
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where the characteristics of the ellent can be better matched against a large
number of possible positions. When a match is made, the client is placed on the
job and monitored .for approxxmately two rtBnths to make sure the match is
appropriate. In some situations, a determination is made that the client
requu'es additional training in order to reach a vocational goal. When this
oocurs, arrangements are made to enable the client to attend an established
training program. Such training” may bg paid for by funds made available
through the vocational rehabilitation system but is neither operated  nor
managed by vocational rehabilitation specialists.

Vocational education, on the other hand, is not as interested in deter-
mining what a student or trainee can do at the point of referral but what might
be accomplished through effective training. Instead of trying to match the
capabilities of the student to a wide variety of jobs, the vocational educator is -
more likely tg identify a specific job in which the student has expressed an
‘interest and train for competency in that job. More often than not, the
vocational educator is actively involved in the training process. When a student
completes a training program, the vocational educator generady provides on-
the-job training and follow-up to assure that the student can cope with the
demands of the job in the real setting.

. The two programs clearly provide different but equally valuable services
to handicapped people. There are many handicapped people who have appropri-
ate skills for employment but who need assistance in finding the right job. The
services offered by the vocational rehabilitation field are both necessary and
adequate for such individuals. There are other handicapped adults who lack the"
skills required for employment. For these individuals, the services of voea-
tional education are essential. ' '

Mental etarded adults, particularly those in the moderate and sev‘ero_'
ranges, typically have been the concérn of the vocational rehabilitation field.
Since these individuals generally lacked employable skills, job matehing was
often - unsuccessful and the clients were -referred to sheltered workshops.
Unfortunately, vocational educators have not been active in the development of
programs for-this group. Hopefully, the results of this study will encourage
professionals in the field of vocational education to begin applying their many
skills to the vocational problems of mentally retarded adults.

LY

Project Purpose

The overall objective of this project was to test the hypothesis that currently
available. educational technology could be applied to moderately and severely
retarded adults to enable them to develop job skills necessary to. permit
competitive employment. As with many long term, multiple year research and
development efforts, the specific objectives of this projeet evolved from one
. year to the next as original objectives were achieved and others emerged. The
chronology of objectives follows a familiar pattern in research and development
activities with initial objectives relating to the development of new knowledge
and terminal objectives leading to acceptance of new practices by relevant
state and local agencies.
- . The operational objectives, as they evolved throughout this projeet, can
be described as follows: .
‘1. Research to determine whether .or not training technologies and plaeement
+~ procedures currently available or modified by the project would lead to
" long tertn employment of moderately retarded persons in the competitive
sector.
2. Continued training and placement to accumulate suffnclent data Yo convince
the project staff of the validity and reliability of the pragess.
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3.. Involvemen vt‘ &{ate, coénty, and Iocil governmental decision makers in an

: ! evaluan fof the projge
by 4. P evel ofe a replig atxon of the project in a community setting and
‘ " invg t, of the state, county and local governmental decmon makers

. . in) gv luatlon of the replication.

t of new terminal objectives based upon the success of the

o The called for the acceptance df postsecondary vocational
an ;opmate altermative for mentally retarded adylts by

foo 'l 4 hos vélponalble for thé‘ management of such facilities.
, 8. Es ‘bhs)‘\mént of vocatloﬁal training models for the mentally retarded in
- - g\o? 1ty collegé and vocational/technical institute environments.
. 7~ Idéntification of operational pattérns, rules and regulations govefiiing state
L /),‘ v Tunding which must,be changed to facilitate widespread adoption of post-

secondary vocational programs for mentally retarded persons.
8. Development of teghnical assistance resources. to assist other community
s:-’" tolleges and vocaglonal/techmcal imefitutes to develop similar programs.
}9,. “The final step in thi sequénce is an evaluation of the program to determine

: _‘/ /r,‘ -, the ®conomic and practical feasibility of continuing such programs and to
. » '+ review additional barriers which might impede further development. .
- ¥ © _y At the present wrifing, this project as gone through all of the steps up to
ut not including the development of. model programs in eommumty colleges
vocational/fechnical institutes. The purpgse of this report is to describe,
[/ e procedures and results at the end of four years of support under the Specxal
0)qct authority of the Developmental Disabilities Act.
The research/development/dissemination/implementation model descnbed
ve is quite effective for inducing change into society. Unfortunately, itisa -
ong term process which requires consistency of leadership and finaneial support
.“dver a five to eight year .period. Many federal agencxes are hesitant to provide
- support for such a continuing period of time. There is a tendency on the part of
/. many federal funding agencxes to support research and development on a short
" .term basis which may result in the dnswering of research questions but fail to
g , facilitate the acceptance of such results into general practice. The Rehabilita-
¥ tion Services Administration which supported this project initially under the
' j - Speei ojects authority of the Developmental Disabilities Act and sub-
- sequ under the Projects with Industry authority of the Rehabilitation
| Services Act, deserves the hxghqt praise for allowing the project to cpntmue
P ? long enough to approach its terminal objeciixes. ;
‘ | - In summary, the specific objective f this pro;eet changed as results
' were achieved and experience gaiheds It would have been impossible at the
outset to have predicted the terminal objectives which finally emerged. The
initial objective was to test the hypothesis that specific training procedures,
specific placement procedures, and a specific orientation toward mentally
T, retarded individuals would lead to*‘amploymag in competitive industry for such
Cae persons.- A second objective tested during this grant period was that the
‘f procedures could be, replicated in a dxfferent site and operated by non-
university personnel.

As with most research and develc)pment efforts, the objectives yet, to be
tested are more excitipg than those of the past. The final objectives o(f this
proje¢t will be met whén mentally retarded persons have the same opportunities ‘
Y- as everybody else for vocational trammg which will lead ‘to productive,
. corneetltive employmenf
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. retarded, several significant factors becdome apparent.

" edueation pr

: models

(\ . . ) » . .‘. . IJ ‘
.. ' Re'f&ted Research L o )

If one pxcks up a’' typical textbook bn cd/umaltlcm and training of the mentally

First; the emphasis ‘is
usually on’ elementary and sg¢condery edueatipn with little or nog onent’atxon
toward vocatiofial training or ployment ‘Second, and.perhaps mote import-
ant,.is theé generil acceptance 6f a point of view that postsecondary. edueatlonal
institutions- hav% fittle if anything to offer .to this popula ixon

__ A, recent book- (Appleby, 1978).reports: on the results of a, study to
‘ "mvestlgate "and assess the vocational tramm% and ‘employment ‘possibilities -of .
. persons’ with severe permanem handleaps" p
~. deseriptions .of 152 training programs, loeated in (a) secondary “€ducational

. institutions or, programs; (b) postsecondary educational institutions or programs,
- (e} rehabilitation facilities; (d) day ¢are centers, (e) resxdentlal facxlltnes, and (f)
. other settings.

reface) This' report contains

- Thirty 6f the vocational tra‘ﬁ;‘mg programs (2096) took place in secondary
ams, - Prgsumably, since the.study reviewed programs which
started with ¢ fldren as young as 14 years of age, these were secondary school
pupils. .Qnly 18 of the programs. (7%) were found in postseécondary educational
institutions. Thus, 112 of .the 122 postsecopidary programs:(92%) reported in this
survey were ‘operated by'dgencies and organizations whieh were not a pat of
the normal vocational educatlon system to which non—dlsabled persons tuen for
such training. '

Furthermore, an examination of the ten programs located in post~
secondary educational mstltutlons showed that five of them were accredxted by

' state rehabilitation agencies as rehabilitation facilities, not as voeational

training facilities. These five programs offered what appears to be -standard
rehabilitation services, including in one setting, the operation of a shelteted
workshop. Only two of the ten programs operating irf postsecondary- educational
settings were actually accredited by the state Office of Vocational Education.
The program desecriptions provided by +Appleby underscore the failure of

_ vocational educators to consider the needs of the mentally retarded.
Another recent book with a focus on.vocational preparation of mentally‘

retarded adults (Brolin, 1976) devotes a chapter to "A postsecondary rehabilita-
tion program model" but says little about the role of postsecondary educational
Brolin indicates "although there dre some community college, voca-
" tional/technicdl schools and manpower progranms that offer vocational programs
for certain retarded individuals, the most

-

: A 1877 book on educational programming for the severely and profoundly
handlcapped (Sontag, 1977) contams a chgpter on secondary.and adult popula-
" tions but makes no reference to postsecondary educational institutions. Again,
the foeus is upon the rode of: sheltered wo kshops which serve mentally retarded
adulis.

- Postséhondary bpporthmtnes for n n-retarded handlc&pped students have
" been available for n;any years. Many ph
to go to college “thivugh suppert. frofn the. Voeational Rehabiljtation Act.
,Speeializedv .programs for deaf studenis ‘bave been available in community
“dolléges: and. technical schiools for a cﬁee’ade Ga.llaudet College and the National
. “Teahnical Institute - fm* the Deaﬁ are ‘two sapecla[t,y prOgrams sﬁervmg deéf
persons exclusively. -

Publie  Law ‘94-142 has had a sxgmt’lcant xmpac& oh the\ educeuon oi‘\.' ‘

handxcapped chxldren and: youth thumgh the elementary and secondary yearb._

\:,\-

mmon type of agency available for -
tsecondary career educatxon preparatl n is the rehabilitation facility or

p
) fsrkshop" (p. 213).
¢

ncally disabled persofis have been able"
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Hawever, there is nothing in such- leglslatlon which requxres the postsecondary

‘educational system to admit handicapped persons or to develop specialty

' -
. 5 ]

.\ programs for such persons. There are funds allocated for handicapped students ~
" in the Vigeational Education Aet but these have not always been used to provide

‘thaining legding to employment. Section 504 qf the Rehabilitation Serviges Act
prohibits discrimination against handicapped persons hut daes not require that

mentally retarded. .persons. -
- One of 'the most important requlrements of P.L. 94-142 is that ch;ldren be

' educaégd in the "least resq'lctive environment." Thus, the elementary and

secondary schools must make an attempt to- proyide educational services to

* handicapped children in regular classés uth their more normal peers. As

children leave the secondary. 3chools, however, and .move into trammg for
employment, the imgprtance of this requirement is lost. The primary and
apparently preferred setting for postsecondary education for mentally retarded:
adults .is a segregated rehabilitation facility. Unfortunately, the history of

\

‘rehabmtatnon facilities as vocation“al training institutions is hardly encouraging.

Trammg in Rehabnhtatlon F‘acxhtxeq '

. Two recent 9tudies have" provnded valvable mformatlon on the role of

sheltered workshops and activity centers in the traimng of handicapped

individuals. These are The Role of the Sheltered Workshops in the Rehabilita-
tion of the Severely Handicapped, by the Greenleigh Associates [July 1975) and,
the-Sheltered Workshop Study, by the Department of Labor (June 1977). *

The Laber Department data indicate that 2,766 workshop certificates
were held at the end; of the second quarter of 1975 The Greenleigh report
estimates that over 410 000 are served anhually in workshops with an average
daily attendance of approximately 140,000 although as many as 174,000 are

listed as enrolled ‘at any one time. The DOL study estimates 145, 422 served
daily with more than 400,000 served annually. The figures from the two studies -

are quite comparable.

Table 1.0 of thé DOL study gives an undupllcated total average daily
attendance for sheltered workshOps, activity centers ‘and.evaluation programs in
1972 as follows (page A-1):

" special services.be made available to make postsecondary trammg possnble for ,
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Number-of Clients in Sheltered Workshops, -
~Activity Centers, and Evaluation Programs -
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' Client Orientation
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. Type of Shop Total " General ‘:F‘.’i\den&al Ret. Other
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" Total 98,076 38,669 . 44,353 15,054 \
o All Regular ~ . T '
Workshops 36,978 - 24,389 5,210 7,379
, : v
All Activity . ' .
Centgrs " 46,273 5,687 34,517 . 6,069
) ¢ M y ° ’
. Training and/or , ' ' A '
Evaluation’ 14,825 8,5%3 4,626 1,606
<o e —— B we i S —— —

The "other" category in Table I includes specialty sheltered workshops for
individuals who are aleoholie, blind, mentally ill, and other unspecified pro-
grams. The figures in this table differ from the previously stated figures .which
place average daily attendance at gbout 140,000. The latter figure was based
upon more current data. These figures demonstrate that although the mentally
retarded make up-approximately fifty percent of the population of sheltered
workshops in general, the largest proportion of these are in activity centers

" rather than regular workshops. It can be assumed that half of the population of
géneral sheltered workshops are also mentally retarded. This would sugge
" that approximately 23,000 mentally retarded -individuals were in sheltepld

- workshops in 1972. If one extrapolates to the more recent data, it cag be
~assumed that no’less than 30,000 such individuals are in workshops, exclusive of %
" thé numbers in activity centers. In all probability, a substantial nu nber of

these can be trained for competitive employment.

Both of the recent reports addréss the issue of training "in sheltered
workshops. The DOL report indicates ‘that "few sheltered workshops are
considered to be trade schools or vocational education facilities ..." (p. 105).
The report further states that nearly "two thirds of the certificated regular
program workshops indicated that training' was. dependént on the type of goods
produced in the workshop" (p. 106). | _ i -

A review of the staffing patterns in sheltered workshops further confirms
the lack of specific job training. The Greenleigh report states the following:

! ‘ "Although workshops report having a- variety of service
progrgms for clients, the depth and quality of these programs is
called into question by the small Amount of professional staff funds E

I
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that is allocated to thesé programs in most workshops The average
workshop spent about $7, Oﬂorfer year on professnohal staff for its
evaluatlo\ prog-x:am, and a simjlar amount on professional staff for
its training program.+This indicates that both services may often be
» conducted by non—pro?essnonal staff, i.e., the production supervigors.
. This further:indicatey that evaluatlon, in fact, may be situational
assessment eonducted by supervisors, and that t.raxmng largely is
supervised work exparience" (p 11).
The Greeleigh report Turther States: : v
"Oecupatlonal-related trammg is offered to a- mmorlty of
workshop clients. Sueh‘trammg is def{ned here as - experiential
preparation for a speemc mdustry, service eccupatleﬂ, or manufac*
turing process" (p: 10)."

~

. The State of Waslungtoh Pecently completed a study of 1ts own sheltered
- worRshops which parallels the result of the two national studies. In 1977, °

approxlmately ,272 individuals were enrolled in sheitered” workshops on an
A.D.A. basis. During 1978, 1,990 individuals recéived services from such
sheltered "'workshops. The-: state Vocational Rehabilitation agencey estimates
that an additional 4,700 olients were eligible f6r such services but did- not
receive them. There was an average monthly waiting list of 220 individuals who

had applied for or had been referred to sheltered workshops but for whom space -

was not available. .During the second hglf of 1976, 434 clients entered

-workshops with only 116 placed out to coqlfetltwe mdustry This yields a 9%

discharge rate; somewhat below the natignal average. With an admission rate
almost four times the plaé!:ment rate, it wolld appear that some effort is
required if the problem is to be kept within reasonable bounds.

- It is apparent fnom ‘the above studjés tiwat training in sheltered workshops
concentrates on work habits and general job performance skills with little

“attention to specific prepssation, fer employment. The DOL report cone des
. -.that "it may therefore be more realistic to, classify most’ workshop training as

work preparation rdther than.skill: training", (p. 107). However, one.of the

‘characteristics of 'mentaly-retarded adults is their inability to generahze or to

acquire new skills without specific instruction. Whgreas "prévocational® and

work preparation training may be adequate for non-retarded aduits, these wnll :

not lead to jobs for severely and moderately.retarded persons. A
The findings of the Greenleigh and DOL studies are neither unique nor
unheard of. Levitan and Taggert (1977), in wrmng about sheltered workshops,

“had this tosay: - .

"The goal of vecatxonal services is placement into eompetmve
employment. One-sixth of clients had been working before entry
into the workshops. Seven of ten in 'the workshop felt they were
ready for competitive employment, and the same proportion felt
K they would be placed in the near future. Yet only about one client
" in ten was placed in 1974, representmg half of all terminees. There
was no correlation between services and placement, except that job-
?, readiness training usually preceded placement. High vocational
. capability at entry, and less severe disabilities were the major
determinants of placement success. It is estimated that more than
"one in seven terminees are subsequently readmitted, suggesting that
many fail after a period in competitive employment.. Furthermore,
it has béen asserted by some that workshops tend- to ‘discourage
.maobility of their most productive employees in order to meet .
. produetion quotas."
% In looking at the amount of money spent by sheltered workshops for
staffing compared with client earnings, Levitan and Taggert conclude:
"Sheltered. workshop administrations cannot ignore the charge that’ employment

8
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) progr&ms desxgned for the .disabled have apps}r*ently become employment
‘programs for the social service worl@rs" (p. 68).
The fact that the - 4n nnual departure rate for sheltered workshops runs from
12 to 15 percent ‘might Stlggest that such workshops are effective in the training .
of their clients in spite of the lack of specific training activities or professional
staff. However, a closer examination of the récord would suggest a different
conclusion. Table l, extracted from the DOL study, presents a picture.of the
. discharge rate into competltwe employment when eompared with the amount of
time, spent in the rehabilitation, facility. This table shows that 75% of all
" clients placed from .sheltered workshops into industry are place d within on
o year of entering the- workshop. A third of these are-placed. within three month
" Mof entering the workshop. Although the movement of the mentally retard
« from sheltered workshops 'is somewhat slower, 80% of all retarded clie
placed are so placed within two years of entering .the workshop. Reference/to
Table III, however, shows that by far the largest-number of clients in sheltefed
workshops have been in such programs for more than two years, after which/the
discharge rate drops to almost 3%. When one considers that almost half/ the
" clients: placed from sheltered workshops into competitive employment arfe so
placed within six months of entering.the program, it is more rational. to /‘*
coneclude that the clients were generally "work ready” at the time they entered
the program and that trammg was not a significgnt factor in their placem nt -

| »

TABLE 11

g ' - Percent of Clients Discharged Related .
‘_ ‘ to Time in the Rehabilitation Facility

- 4
1 »

A ——— . . - —— o0 = o —— . —— o~ . ——— —_—- i - e — e —— . —— . oy

— T T T T T T T T T T T T T T T T S s T s s e e e .
.. ' ' o General
" "~ Time .in Facility All_\;lorkshop; Workshops
. . 31 pc-!' .
S U s SR -
". - Under 3 months 22.2° 22,8
& . . N '
J to 6 months 26.5 - . 25.1
‘6 to 12 months 26.0 267 -
: ; C ") )
. 12 to Z‘l months - 14.6 . 14.5
v : ' . Y
24 to 28 months 5.9 K
Over /48 months 49 5.4 6.0
A Y . - ' " 2
? Percentage Returned 14.0% - 11.0% 19.0%
' _ oot T --.z il 'f""““—""': -
! Taken from Table 98.1, Sheltered Workshop Study, Statistxcal ppendix, pp. A- -
, 583—-A 585. N .
et - /
. .
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Co Tenure in Rehabilitation

o
o Fegilitips - 1972 PR -
_ K i . . <

=zz F I oI - N
| Tybeof , .Lessthan 6A2  1-2  2:3 35 5.0 10-15 15 years
“ Facility | 6 months wMofiths - Years Years Years Years Years & More
. - T / Ty 4

Regular .
Certified ¥ ‘ ‘ oL
“Workshop 4,152/ 2,513 4,408 3,871 5,056 5,280 1,622 1,202

-

Activity "« iy

Cénter~ 5430 © 4,423 ‘9,485 7,433 7,795 5,525 - 958 226/
‘ 'Training& - ’ . . S
Evaluation 6,043 2,851 - 2,460 696 . 382 168 22 22
- \ /s
** Totals -
All Settings 15,645 . 9,787 16,353 40,246 ___
3 Placed in - _ . N >
) Competitite ‘ ' . - )
Employment/ 5,726 , 3,051 1,712 : t1,259 y
. ’ ’ / ) . /-
Percent :/ 36.6%  31.2%  9.6% 3% “

x— - - ——— —— - -

..--..—.__\--p7_———-.—._ ¥ e - -

R Thé conelusions r@y the Greenlel R and DOL studies are ndt new.
TenBroek (1969), a decade ago, criticized the -sheltered workshop as an
: appropriate setting for vocational training. He concluded:
' "Although the combination of “schoel and shop was. found
unworkable.a century: ago — and for good reason — something very
like this combination is today in process of revival through the new
linkage of sheltered shops and vocational rehabilitation. Whereas
the early educators had sought tq place the shops within the school,
e modern day agencies are in effect Seeking to place the 'school' (that ~,
: is, vocational rehabilitation training) within the shops. Ironically, "
despite the bitter experience of the nineteenth century, it is widely
believed that this assoeiation of vocal;lonal training and sheltered
employment is a novel and progressive idea. 1in fact, the inter-
' mixture of the processes-of education and employment is not only a
familiar and age-worn practice, but one long since discarded as |
ynworkable. Is it any more workable in its modern dress?" (p. 262). -.
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_ one of the first educational researchers to demgnstrate thal severely retarded -

Vécatiohal Training

. . ~ ] &'

Whereas thée d@ta on the effectiveness of sheltered workshops are hardly
encouraging, data on the ability-of moderately and severely retarded adults to
profit from vocational instruction are Quite encouragmg

There has been a reasonere amount of literature focusing upon specifie
training programs for the sevetely and moﬂerately retarded. Gold (1972) was

, adults could manage very-complex assembly tasks, He was .also one of the first

to note: that the reha\bxhtatlon literature is "concerned almost exelusively with'

production. as opposed to the acquisition of skills" (p. 517). Gold #iso notes what

’ may well be one of the most serious problems in helpmg the mentally retarded

in sheltered workshops.

"An important outeome« of this study is the discrepancy
demonstrated between the capabnhtxes of moderately and severely
retarded individuals 'and what "is. expected of them in sheltered
workshops. While certain manipulations produced an increase in
learning rate, even the lowest performing groups. and individuals did
far better than was expected of them by the workshop personnel.

"Expectancies held by workshop persornnel are a result of their
training and experience. As a function of their training, these
professionals direct the large part of their activity toward the social
aspect of the work environment. By admission, they do little in the
way of cognitive and skill’development, not because they negate the -
importance of such emphasis, but because they do not have "the
necessary training to do so. The level of. functioning of sheltered

- workshop clients, then remains essentially unghanged, apart’ from

the improvement gained through the alle?{*atlon of maladaptive

social behavior" (p. 524).

Bellamy (1975) expanded upon the work of Fold, first by establishing a
continuing workshop program with severely retdrded individuals taken from
state institutions, and then by arranging for replication of the prograin in

different settings and under other. mapagement.  This program has been

remarkably effective in demonstrating that.very severely retarded individuals
can learn to perform complex tasks required for contract performance and can
achieve at or above minimum wage levels. The cost of such programns can run
from two to three times the amount requu*ed to keep such individuals in a
"development" or "activity" center but some of the cost _may be offset by
additional contract revenues. i

: Whereas ﬁb&amy has apparently "out it all together" in an operational
program, his efforts were based upon some ten-years of reseafeh on behavior
management. Huddle (1967)- was* working with trainable ntally retarded
adults over ten years ago in the assembly of television rectifi nits. He was
‘able to demonstrate that trainable mentally retarded subjects "can learn and
perform a regular industrial operation of a type used in the United States ..." (p.
208). Huddle was also interested in techniques for jincreasing production rate
through competition and rewards, as were Brown and Pearce (1970) some years
later. Karen, Eisner, and End@as (1974) studied the use of behavior modification

- [in training retarded adults in a sheltered workshop. Their findings were

LA

consistent with those of ’I‘rybus and Lacks (1972) that client production can be
increased through behavior modification techniques.
Similar research by Zimmerman (1965), Cowan (1959), and Evans (1966)

~  added to the knowledge base which led ‘_o the successful demonstration by

¢
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' Bellamy. There appears to be no doubt that very; severely retarded adults, even
: those who-have been relegated to the back wards of some institutiens,-can be

trained to perform adequately in sheltered environments if time, -patience,
skills, andyjoney are invested properly.

There appear to be ample data from the research literature to support the

‘elaim .that severely fetarded individuals can be trained to become more
- productive and that moderately retarded individuals can be. trained for competi-
tive .employment. Unfortunately, this point of view is not accepted, by all

workshop operators. ~As stated by Olshangky, (1976) Th his response to the
Greenleigh report, . o : - .
"Let me repeat the obvious. The iarge majority of clidnts .\
coming to a workshop require a permanent setting where they can

A employed -under sheltered-conditjons. The long held fantasy of a

workshop as a'transitional facility has to be replaged by the reality

of a workshop as a terminal one. While from time ‘to time a

- minority of elients will 'graduate' to regular employment, over time

v’ the largest number will be unable to ‘graduate™ (p. 310). - .
In conclusion, there is ample reason to believe that large numbers of
moderately and.severely rétarded adults can learn productive vocational skills.
There is also reason to believe that the principle approach to such training has
been in non-educational facilities which have been®less effactive than might be
desired. Some attempts have been made to enroll mentally retarded adults in
postsecondary educational agencies but little data are available relative to

.

effectiveness of such programs. N
< o ‘
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/ A ;‘ -
.‘ -
v y
. ’ .
: / :
¢ - ‘
¢
, K}
\ . ) L.

12



. I PROCEDURES | .’

The procedures which describe the operations o6f this project are divided into

two~ major categories. The first of these’considers the developmental and -
‘'management processes of the project and covers most of the operations from *

mmal conception through the: four year penod of the Developmental Dis-
abilities grant.- -

The second provides an abbreviated dt-:scnption Qf the training procedures
used tae bring the trainees up to a level of employability. An operational manual
which specifies the training procedures in..considerable detail iszavailable from
the University of-Washington and through the CEC-ERIC system.

* Operational and Management Proceédures

. This section of the report covers ‘the operatlonal and management procedures

with the exception of the procedures used in the. training progran itself. This
section is divided into five subsections as follows: (a) project background,. (b),
description of subjects, (¢) placement procedures, (d} replication procedures,

. and (e) follow-up procedures.-

Project Background

A

This project had its begmmngs early in 1973 with_the establishient of a
committee to "assess new directions for the management and use of the
cafeteria" in the Child Development and Mental-Retardation Center (CDMRC).
The CDMRC cafeteria, a University of Washington food services operation, was
tb be closed sometime, duging the summer of 1974. Since the facility had been
donsfeucted and equipped with funds appropriated for the constrygtion of
mental retardation facilities, it seemed appropriate, even necessary,.-to convert

it to a use more related te the purposes for which the funds had been .

appropriated. .

The planning committee, upder tkue leadership of Dr. Rose McCartin of
‘the. University's College of Education, !was established in the spring of 1973.
The charge to thefcommittee was to consider .how the facility might bé used
"for serving lunches for staff and patients and for the employment and training
in fopd production of handicappéd persons" (memo, April 1973). A ‘prelimdnary

. proptsal describing the proposed project was developed by Dr.;James Moss,

Director of Planning and Development, sometime during January of 1974. The
first proposal for funding was submitted on May 31, 1974, to the University ‘of -
Washington for University support. That request was subseqyently turned down.

.~ A new proposal, dated July 30, 1974, was submitted to the State Biyision of

Vocational Rehabilitation, again thhout success. Subsequent discussions with
personnel of the regional office of the Rehabilitation Services Administration
led to the submission of a proposal to that ageney dated November 11, 1974. The "
proposal was subsequently approved for funding to beglg April 1, 1975, with the
Center Director, Dr. Irvin Emanuel as Principal Investigator.

The planning which took place between the initial establishment of a
planning-committee in April of 1973 and the awarding of a grant two years later

2 Vocational Traimng Programs, Child Development and Mental Retardation

Center, Umversnty of Washington, WJ-10, Seattle, hington 98195.
. ($15.00) . y . K :
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:4 Procedures were developed and the first/ trainee enrolled on
- almost nine months after receipt of thesfirst grantl

'
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incleded extensive conversations with the Washington ,é'{tate Refstaurant Associ-
ation, with théinions which relate to the food sérv oes|industry, with the state
departments of vocational education, vocatiohhl rehsbilitation and develop-
mental disabilities, with the King County Develgpmental Disabilitiés ‘Board, and
with others concerned ‘with handicapped individuals and the service, systems
which relaté to thein. Sit8 visits were also made’to existing food service
training programs in the King County area. ' ' o

Although funds for the operation of the program became available in April

+ of 1975, a number of steps were ngcessary before the first trainee could be

‘enrolled in the. program. The cafeteria had been closed ing.{he preceding
summer and it -was necessary to reestablish the caféteria @y al food service
pqogc;roﬂﬂ. This was necesSary in order to have a base for th4] fraining program.
Af services grogram was designed angPstaff recruited Yho would provide
the type of service-desired and:at the sgffie time play a s
training of mehtally retarded adults. Sgiwes also gecessary t
supervisor_with appropriate ‘skills and infékests in order to'inftis
program. SRS \ :? "

Originally, the plan had been ta place both the kitchgn operations and the
training program under one supervisof who would manage ‘both. ~ However, at
the point of implementation, a decision was made. to kefp .these two operations
separate. This turned out tq be a key decisfon in the syécess of the project.

The first lunches: were served in the reestabliShed cafeteria during the
early summer'Qf 1975. The training, supervisor was recruited.and reported for
work- in. September of that year, “:Instructional ‘materials and initial training
:December 20, 1975,

i
Trainees A e L

\ " 4
L sy

. N . | , N ’ ;" ) _ v . .
The purpose of the prpject was tqg provide trgining g’p"ipdiv-‘iduals consider-

“ed to be moderately or severely mentally retarded. ' Specific intelligence

uotient limits were-never established; however, there was a general ¢onsensus
that the upper range of "moderate™.should be gonsistent with the definition
.accepted by the American Associated on Mental Deficiency (1977).. . This
definition would place the upper limits at about 55 IQ with inqi'catioris of poor
adaptive behavior. However, since thé emphasis‘of this projectiwas on mentally
retarded persons who were otherwise considered unemployab%e,- this upper limit
appeared too restrictive. 'There are many retarded adults in sheltered work-
shops with IQs higher -than those included within. the "moderate" rfnge.
.Furthgrmore, there was a need du‘“i'ing the initial development of the project to
work with trainees who showed reasonable chances for success.. Thus, some
individuals with IQs above the moderate range were included in the project,
particularly during the early years. . .

, There was no  attempt to establish a lower functioning limit for admission
into the program. It was decided that exelusion from the program because of
low intelligence was inappropriate until more data became available, One
purpose of the study was to determine what the lower limits might 'be for
efficient and effective training.. Thus, individuals were accepted into the

program with measured IQs of 30 and below. -

The project has never required an assessment: of .intelligence as a
prerequisite to entrance into the program. All IQ scores on trainees were
supplied from referring agencies. These scores are recorded and reported to
provide general information about the trainees but there is no guarantee as to
accuracy or recency. : . .

Q"
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A decision was made early in the program to refuse admission to any
. ‘person of high school age.- It was balieved that all retarded young peeple should
take advantage of the opportunities for a secondary education program provided
by the school system. This was consistent with the philosoghy of the project
that special services should be added to opportunities already available and not
substituted for them. However, the extension of secopdary school programs for
handicapped persons through age 21 raised questions about this policy. Since
most normal students leave secondary education programs at about age 18,
many to enter into postsecondary educational programs, it seemed &ppropriate
to allow entry into this program for individuals 18 or- over, -even though they
might otherwise continue in a secondary school program. Thus, the lower age
limjit for this program was set at age 18.

No upper age. limit was set for entry into the program. It can be noted,
however, that a tendency existed oh the part of referring agencies to refer
‘individuals within tlie 20 to 40 year age range.

‘ A total of 63 trainees was accepted into the University site program from
. December 1975 through November 1979. Some.of the general charaetenstlcs of
these individuals are descnbed in Tables IV, V, VI and VII. )

. ‘Table IV
d Age énd IQ of Trainees
g o (University Site Only)
| o - . N
L_ Group ) R Age o - 1Q
Mél_e | - . ' \
N : 4] _ . 41
Mean R 27.0" X ’ 55,1
S.D. . 6.1 13.2
Female
N . 29 < 22 o
Mean ' 24.7 52.6.
S.D. ' 4.8 o 12.5
Total 7 '
N 63 63
Mean 26.2 54.2

S.D.. 3.8 12.9

15 23
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. . Table V, . . -

. Experience of Trainees Prior to Enrollment -
- (University Site Only)

) * . . v g . - .
— - —— . T
v - Sheltered - . Prevocatiofial Competitive  No Formal
Group Settings Training . Employment  Activity
- ) 1 ‘ * . - ’ ' .| e
Male ' - , - . .
‘ N(%) 28 (68%) - 5(12%) 3 (71%) 5(12%)
‘Méan 4.8 Yrs. 3.4 Yrs. \
S.D. 3.4 2.6
Female ' : ‘. : . : &
. N(%) 9 (41%) 7 (32%) S0 6 (27%)
. Mean 5.2 Yrs. 2.9 Yrs.® '
S.D. 3.3 1.8 3
) Total SR - d
N(%) - 37 (59%) 12.(19%) 3(5%) © 11 (17%)
Mean 4.9 Yrs. .31 Yrs, L ’ '
S.D. 3.3 . 2.1 o .
1
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Table VI

Living .Accommodations of Project Trainees -

-

 (University Site Only)

. -
Living Accommodations - Number of Trainvees
' - -—
" With parents ' 35
Graup homes "11
- Boarding homes \ 6 i
Half-w‘ay.r h8uses - | 6
Foster homes ' 3 -
Institutions for retarded S |
. OWith spouse 1

Total : %3 .

i 29 .

»
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| lt can ber noted m Table v that there were almost thce as many males as
~ females in the group. No attemp.t was madé on the part of the' tramlng staff to

control this variable. Presumably, the dxsproportlonate number :of -males over -

females represents either a selectign bias on'the part.of the referring agencies | ‘

" . or a reflection of the disproportionate number of males. in'sheltered workshops
..and developmental centers. There was also a 'slight difference in age and’IQ

between males and females but- this dlfference did not prove “to be statxstlc'ally '

significant. -

. Table. V shows an interestmg dlfference in the backgrounds of the males |

“and females. A greater proportion of females had no. t‘ormal training or. -work .

experiences between hlgh school and enroliment in this program. Furthermore,

a signifi¢antly larger percentage of males had been- in sheltered erkshops prior -

to entermg the program: :
. Table VI'shows the lmng arrangements of tramees in th1s program.
Surprlsmgly, over half of the trainees lived with their parents.

In general, the trainees of this'study were relatively young, in their: mid-

- .etwen»tles, and moderately retarded with an aver"age IQ of approxlmately 54.

Plaeement Proeedures .o -‘ T

Durmg the planmng phase of this pro]ect contacts were estabhshed with

-the” Washington State Restaurant Association and  with - the unions which

" represent food sérvice workers. Assurance of ‘cooperation was received'but it

was still necessary ‘to identify specific job sites for program graduates. The -
initial step ta accomplish.this was to send out letters with return posteards

~ describing the trammg program and asking restaurant operators to respond if -.

they were 1nterested in -possible participation. One hundred letters were sent
~ out, representmg every third establlshment llsted in the. Seattle Restayrant

Owner's ‘guide.’ Only eight cards were returned but not with'job offers. Follow-"

- up- phone calls were made to those employers who did not respond to discuss
- their willingness to hire mentally retarded workers. Although no positions were
- found through this process, lines. of cgmmunication were opened to - many
restaurants, some of which led to jobs later. -

" The process found be be most-ef fective in elicntmg Job offers for program
graduat®s was to send form letters to prospective employers explaining the
program’ and inviting them to .visit the training facility. Since few employers
had -experience with mentally retarded workers, these initial con g ts and visits
- were informational rather. than placement: orientéd. A ‘tour o@¥the tralmng
‘faclllty allowed' the prospective employer "to see the trainees. at work in the
kitchen and to -see . the similarities and 'differences between the: ' training
"enviroriment ‘and his or her own establishment. Contact whs. mamtamed with
the prospective employer théreafter until a job opening oceurred.

Problems of "job development" diministied substantially after the first
year -or two of the project. .It was still’ necessary occasionally to send out
letters and to followup newspaper ads, but in-the later years the projedf had
_ become better“known in therestgurant . communlty and restaurant operators
.. often called seeking employees

~

Follow—up Procedures

oo

It. is difficult to determme where trammg and placement ends and follow-"
up begins. ‘The placement trainer 'who ‘accompartied a néw graduate to a job for

" continued on-site training. was.responsible 'for:continuous follow-up after the

l u . . : ! N V .Vl : . |
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graduate began working independently. Once'a trainee achieved independence,
follow-up visits were made once or twice a week to monitor performance and to
watch for the emergence of problems. The number of contacts with the trainee
was reduced eventually to an eccasional phone call to the employer.

Effective and continuous follow-up was important for job success.
Occasionally, problems aroge in the work setting which could have led to
dismissal of the program graduate. If these were identified early enough, steps
could be taken to correct them. Also, events unrelated to work productivity
could cause a graduate to lose a job. For example, a relatively minor change in
a bus schedule could result in a graduate's failure to appear for work on time as
required. Furthermore, it was almost inevitable that minor but irritating

.problems occurred which bothered the employer. Encounagemen,t and support
by the placement trainer were necessary to reduce the impact of these
problems and to help keep the graduate on the job.

: Occasionally, graduatestlost their jobs for reasons which had nothing to do
with -their performance, such as the closing of a restaurant or a change in
management. Graduates also®ost their jobs because of a deterioration in work
performance. When a program graduate lost a job because of vocational or
social skill deficits, the .reasons were analyzed and the person brought back into

“the training program for appropriate retraining and then placed in a new job.

Replication Procedyes

By the end of the first three years of the project, it became clear that the
University of Washington staff using umversnty facilities could train mentally
retarded -individuals. for employment in competmve food Service jobs. How-
ever, this alone was not adequate to convince state and local decision makers
that such programs should be started onja larger scale. Not only was the Child
Development and Mental Retardation Q{enter at the University of Washington
considered a unique environment, but the program was supported by federal
grant funds which would not always be available to other settings. In order, for
the ‘project to be convincing, it was necessary to develop 'a replicatlon in
another setting and under more readily available sources of support.

The original intention for replication was to develop a program in a
cammunity -college facility. However, at that, time (mid 1978) some state
rehabilitation 'personnel were hesitant to see training programs for seriously
disabled individuals developed in non-tehabilitation settings. ¢« Becguse of this,
. -and withthe cooperation and guidance of state, regional and. county personnel
Yrom the Divisions of Vocational Rehabilitation arid Developmental Disabilities,
an arrangement was made with a sheltered workshop/activity center and a local
hospital. It was agreed that the umversnty project staff would work with the
sheltered workshop/actmty center in the training of personnel to operate a
training program in the hospital kitchen. The Federal grant to the university
would cover the costs of such training plus Qddltonal costs inv3lved in initiating
the project. One of the interesting discoveries was that none of the staff of the-
sheitered workshop, in spite of early indications of interest, chose to transfer to
-the food service training program. This was particularly surprising since the .
kitchen program paid considerably more than was normally paid for workshop
" gupervisors. As a result, it was necessary to recruit new individuals who were
willing to work in the kitchen setting.

The eriteria for admission into the food services training program in the
replication site were quite different from those at the university site. Repre-
sentatives of the Division of Vocational. Rehabilitation*were concerned about
the possibility of "skimming" the most able clients into the program. Because
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- of this, a commitment was made that only cllents who had been in the facility

. for three or more years and had been "closed" by the vocational rehabilitation
ecunselor as unemployable would be admitted into the program. Since these
were the only criteria for. acceptance into the program, there was less emphasis
on taking the most s€verely disabled.. As a consequence, the trainees at the
replication site had higher measured IQs than those accepted into the university
site. The ten individuals entered into the replication program had average IQ
"scores of 61.4. This.group was approxxmately the same age as. those in the-
university program. The average time spent in sheltered employment prior.to
entry in the training program was'four years, eight months.

The unjversity staff -continued to work with the project for one full year.
During’ that time, arrangements were made for continuation funding through
appropriate state agencies.

Toward the end of the fxrst,«year, the state agencies which participated in
the selection and planning of th& project reconvened fot an evaluation. This

. experience led the agency personnel to see the advantage of expanding such

training programs but in more traditional vocational-education facilities.

Training Procedures

The University of Washington made use of three sites for vocational training of
mentally retarded adults. The first was the cafeteria operated by the Child
Development and Mental ‘Retardation Center and located within that facility.
The second was a ca ia in a nearby student union building. The third was
the restaurant which e yed the mentally retarded worker after graduation.
The cafetena, still operated by the CDMRC, was a normally functioning’
pul;?lac facility requiring the same work, social-and self help skills as any other
restaurant. Since it was developed for the specific purpose of supporting this
trajning program and was managed by the CDMRC, it. allowed for more
flexibility in training and ‘tolerated more deviations from .normalcy than might
have been found in other settings..

The .cafeteria at the Studént Union, on'the other hand, was not under the
control of the CDMRC tx‘ammg' program 'and more c¢losely approximated the
pressures of the real world. Trainees typically received their initial training in
the CDMRC ecafeteria and then, when skills developed to a desired level,
transferred to the student unipn building for additional training under less
intensive supervision and much higher speed and volume. requirements. The
trainer/trainee ratio was approximately one to five in both umversxty settings.

The third setting was the restaurant which employed a program graduate.
This on-site training was very much a part of the training process and was not
to rbe confused with follow-up activities. On-site training was critically -
important for several reasons. - First, the equipment, spgte arrangements, task

' sequencing, social environment, and general demands of the jobrwere usually
quite different from those experienced in previjous training settings. . Second,
the provision of on-site training provided valuable feedback to the training
program resulting in significant program modifications.’ Third, the provision of
on-site training provided an opportumty for - the placement trainer to help
supervisors and co-workers to understand the new employee's strengths and
weaknesses, ‘ )

Training was provided to all trainees in three occupational areas: (a)
dishwashing, (b) bussing and (¢) utility-maintenance. Trainees were assigned to
job stations; each trainee completed from ten to fifteen tasks related to each
job. The jobs were the same each day and performed in the same sequence.

~Measurable criteria were established for each of the skill and behavioral
areas required for vocational placement. Progress in relation to these criteria
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was expressed in percentages. When trainees reached or exceeded 80% for all
critical behaviors in the primary training site, the trainee "graduated" to. the
secondary. site. In some instances, at the discretion of the trainers, a trainee
moved directly from the primary site into on-site ‘training in competitive
placement.

Trainees received instruction in two broad areas considered important for
vocational success. The first of these concerned the specific voecational skills
required for the job. The second‘ related to the social and personal skills
necessary to maintain appropriate on-the-job behaviors and relationships. Four
components were identified as important to vocational performance. The first
of these was the ability to execute any given task. The first responsibility of a
trainer was to make sure the trainee could do ‘the job which was réquired. The
second component was speed in accomplishing such tasks. Once a trainee
reached a criterion 'in the performance of a task, training for speed ana
efficiency began. The third component was the ability of ‘the trainee to stay
"on task." The final component was theé ability to perform .the learned tasks
independently with little or no instruction from the employer or supervisor.
This involved both "within task" and "between task" independence. A variety of
techniques were used to develop "self monitoring" to enable a trainee to decide

- if desired behaviors had been performed and to modify accordingly.

Appropriate behavior in three social and personal skill areas was consider-
ed essential for Success in competitive employment. These, areas were: (a)
grooming, (b) time management, and (¢) bus riding. Unfortunately, many

-mentally retarded adults had not been taught to evaluate their own personal

appearance and hygiene. Apparently, these are not important factors for
success in many sheltered employment situations. Making use of pictures as
cues, trainees in this program learned to identify the .particular areas of

. grooming needing attention. Trainees were taught to monitor their own

behavior in this respect and to maintam good grooming without the need for
intervention. : -

The ability to manage time was consndered important for competltive
emp}oyment Employees must aprive at work on time, carry out certain tasks
according to a time schedule, and take their lunches and breaks at particular
times. Unlike many sheltered environments where the day begins when the
client arrives, ends when the client leaves and decisions about time are made by
staff, competitive employers expect their workers to manage time, by them-
selves. Many seriously and moderately retarded individuals do riot know how to
tell time and the cost of instruction for that activity can be extremely high. As
a consequence, this training program attempted to teach trainees to "manage"
time rather than to "tell" time. Generally speaking, this was done by teaching
trainees a "match to sample" technique wherein they were given a "time card"
with pictures of clock faces with hands drawn in to represent times for
particular activities. Drawings related to each clock face indicated the

- activity to be initiated or terminated at the time indicated. . Thus, the trainee

was taught to match the clock face on his time card with the real clock and :
therefore knew when to carry out a given function.

The ability to make use of public transportation is critically important to
the mentally retarded since many never develop the competencies or resources .
to enable them to drive to and from work. Most individuals in sheltered
workshops have transportation arranged for them and do not develop the skills.

. for independent bus travel. Consequently, all trainees in this program were

taught to use the public trangportation systems. This was accomplished by a
process wherein thé trainer rode the bus on the route between the trainee's
home and the Center in order to 1dent1fy the particular route. The trainér then

“y
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rode the bus with the trainee, providing careful instruction as to the cues to
which the trainee must respond in ordet to get on the right bus, make the
appropriate transfers, and depart the bus at the appropriate location to arrive .
at work. . : ¢ .

Aside from the particular skills just mentioned and which were taught to
all trainees in the program, some trainees showed up with specific social
deficits which required correction.. The correction of inappropriate behaviors
was accomplished through individual programs which included the identification
of a specific behavior, accurate and systematic recording of the occurrence of
such behavior, and the use of various reinforcement systems to decrease the
numbers of inappropriate behaviors. Generally speaking, the most frequently .
noted deficiencies were in the areas of "greeting skills" and "responding
appropriately to verbal instructions." '

In general, this program provided a standard curriculum with clearly
established objectives and criteria for all trainees. The amount of time
required by an individual trainee to complete jthe program depended upon the
magnitiude of the. deficits presented. The |training program concentrated
exclusively on areas considered critical for successful employment. No time

was given to teach skills whigh might have Deen useful but which were not
essential.
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- This pfojeet provided or is currently providing vocational training to 63
individuals at the University of Washington site and an additional ten individuals .

at the replication site. The disposition of these 73 persons is indicated on Table
VIIL ’ '

¥

Table VIII -

Disposition of Trainees Entering the Vocational
‘ Training Program '

Disposition University .  Replication Total /
‘ Site Site -
- - - A
Training Not Completed
Still in Training o 13 g 17
‘Withdrew During Training ' 7 | 1 = 8
# .
Training Completed
Withdrew After Placement 8 . 0 9
- Undergoing Retraining - 4 0 4
Employed 30 5 . 35
Total Enrolle] . | 63 10 73

.",

-

i

completed the training sequence. Thirty five of these are cur ently employed-
for a success rate of 73%. The success rate would drop to 62% if the seven
individuals who failed to complete training were included in the analysis.

° As was nated in the procedure section of this report, the purpose of the
replication program and the eriteria for admission to that program differed
from those of thé University site. For tiis reason, it is not always possible to
combine dita from the two sites. It Mso bears repeating that the IQ-data

It can be noted from Table VIIT that 48 individuals icg the two sites

. @cquired. during the course of this study are of unknown reliability. These data

are analyzed and appropriate rgsults'presented but the reader is cautioned that
results relating to IQ scores may be suspect. _ i .
The data from this study are organized in accordance with the rhost
frequently asked ‘questions about the project and are presented under the
headings: (a) length of training, (b) cost of training and follow-up, (c)
employment experiences, and (d) job failures. '
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. L.enLtt; of Training

. The analysis of time reéquired to provide initial traihing (prior to first job
placement) to the participants of this project was based only upoh those persons
who completed. the training program. Since length of training is indeterminate
for those still in training or who dropped out before completion, data relating to
such individuals could not be used for this analysis. A sum mary of the data are
presented in Table IX.

Table IX

Length of Training -Required for Trainees at the _
University*and Replidation Sites : '

\ o

. — e e —
Months in Training University Replication . T
0-2 B | 1
- 3 - 5 10 ‘ 2
6-8 - . 12 . 2
9-11 3 ' T
12 - 14 | 5. n
15-14 2 N
1 18 - 20 2 “ . ‘_ )
" 21 - 23 1

24 - 26 1 ' - ;-

< -

. The average period of initial training for individuals at the University site
was 8.3 months with a range from one to 24 months. The average peried of
training at the replication site was only 4.4 months’with a range from eight
weeks through six months. The difference in length of training at the two sites

reflects the different purposes and different admission criteria of the two

programs.

Twenty-eight of the individuals who completed training lost their initial
jobs and required retraining. The average retraining time at the University site
was 1.5 months. Eleven who lost their jobs required no retraining at all but
could be placed directly on another job. The single person from the- rephcatlon
site who lost a job required less than one month for retraining.

Length of initial training was negatively correlated with intelligence test

scores (r = -.34). On the average, individuals with lower 1Q scores required
more time for training. ‘
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Individuals with IQs above 50 required an average of 6.7 months for initial
training as compared withan average of 11.8 months for those with IQs of 50 or
below. The difference is statistically significant at the .05 level. Seventy-two

- percent of all trainees requiring 4 year or more of training had recorded IQs of

50 or below. It does-not necessarily mean, however, that all persons with low
IQs are a poor risk for training or that ajl require extensive training®time.
Although no individual with an 1Q of 50 or less was trained in less than five
months, over 40% were trained in eight months or less. ' -
Separate correlations were computed for individuals with IQs above and
below 50. When this was done, the correlations were reduced to .05 and -.08
respectively. Although level of intelligence is definitel§ a factor in the amount
of time it takes a person to reach criteria for placement, it appears to account
for a relatively small amount of the variance.

Al

\ _ Cost of Training and Follow-up

The cost of successful training at the University site, including the cost of
retraining where required, amounted to an average of $5,120 per person trained.
The average cost of on-the-job training and follow-up was $1,198 per person.
This-gave an overall average of $6,318 per person. Training costs were directly
relatéd to the amount of “time required for training. The average cost per
month per trainee varied from approximately $600 per month to $650 per month
over the period of the project with the higher per month rate reflecting higher
costs during the later years of the project.

Costs for follow-up activities varied significantly from trainee to traihee
and reduced dramatically over time. The cost reductions over time are
illustrated on Table X, o

Table X

®
Average Cost of Follow-up by Time: Periods

—
——— —

Time Period Average Cost
B 0 - 6 Months e $ 260 per Trainee
7 - 12 Months ' 120 per Trainee
; . 13 -18 Months " 35 per Trainee <
19 - Plus 10 per Trainee

It is worth noting that cost averages do not present the most accurate
picture of follow~up expenses. There was considerable variability from person
to person. For example, half of the individuals employed 19 months or more
incurred no follow-up expenses while one person accounted for almost all of the
expenses for that group. R _

\ The above figures are based on those trainees who completed the program
and became employed. An average of $7,425 for a total of $118,792 was spent

-
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on the 16 persons who elther failed to complete tra;mng or left their ]obs after -

becoming employed. [If the cost of these failures were included ‘in the

per/trainee cost of- those who succeeded, the cbsts would jump to almost

$10,000 per successful person. : \
This, however, could lead to anm- mapproprlate conclusion relative to the
cost of training because of the experimental nature of thjs program. The

project .purposely included individualy who were at high risk for failure in an
effort to explore the limits of traina ility, and continued working with these

.trainees far longer than might otherwise be the case in some other setting.
‘Three individuals, for example, stayed in the program from 20 to 24 months at a

conibined cost oDver $40,000 before being dropped and returned to sheltered

- settings. . .
All of the above figures relate to. costs at the University site. Accurate

comparable figures for the replication site are not readily available because of
different record keeping systems but it is estimated that training costs are in
the magnitude of $420 per month per trainee. On-the-job training and follow-
up costs at the replication site are consxderably higher, however, because of
economies of scale factors inherent in a new. program The pér person cost for
follow-up will decrease as the number of graduates increases and workers stay
on the job for longer periods.

Employment Experiences

‘ Thirty nine individuals in this project areszither employed or being retrained for

employment. The employment experiences of these individuals are presented in

~ this section under five headings: (a) hours worked, (b) income, (¢) length of

employment, (d) reasons for job losses, and (e) examples of employment
situations. o )

Hours Worked -

F

The average number of hours worked by all program graduates, including
those from the replication site, is currently 33.2 hours per week. Twenty of the
39 (51%) work a full 40 hour week. Eight (21%) work between 30 and 40 hours
per week and Ul work less than 30 hours per week. There are a number of
reasons for the reduced hours. In one case, the worker lacks the stamina to

mgintain the pace of a 40 hour week. In other cases, the jobs do6 not require a

full eighiy hours per day. Howevery the greatest problem rests with potential
loss of SSI (welfare) support. Since there is a limit on the amount a worker can

.earn and still retain’ SSI eligibility, many workers must either work reduced

hours or lose the medical and housing benefits available under SSI.' The
disincentives which interfere with employment for handlcapped workers are
very real. I

Income

receiving monthly sa

The majority of workers earn wages on a per/hour basis although three are
the University site 13%3.36 per hour. The range is from $2.90 to $6.36 per hour.

The average of the three individuals 6n monthly salaries is $671 per month. This.

figure will increase in January, 1980 because of inereases in the minimum wage.

. The individuals trained at the replication site earn slightly less per hour
($3.08). This is a reflection of the period of time eraployed on the job. The
higher earning individuals from the university program have bgen on the job for

\
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over three years while the replication site has only. been in operanon for about
a,year.

Data are kept on the total accumulated salary for each person and on -
length of time on the job but these figures cannot be averaged in a meaningful
way. New graduates, obviously, have neither been on the job for extended
periods nor accumulated much income. The total accumulated income,
however, for all- workers trained through both sites is $284,726 with $276,440
attributed to ‘University site graduates .

.Length of Employment ' -

Over 40% of the graduates of the University site have held théir present
jobs for over 18 months. Five of the graduates have been employed on the same
job for over three years. However, it is worth noting that 20 of the 3¢
. individuals who graduated from the two programs (519%) lost their first jobs with
60% of these initial jobs lasting less than one month. Eighty percent of all job
- failures occurred within the first two months of placement.

There is a high rate of 'employment stability ofice a worker remains on a
job for at least two months. ' In only four cases did failure occur after the initial
two month period.

Intelligence levels e not related to success or failure on initial jobs or
to length of employment w$I’hee mean IQ for those who were successful. on initial

jobs (53.5) was slightly lower than those who failed their first jobs (56 5).

Examples of Work

The following are examples of the work activities of a sample of
graduates from this program. These examples were selected to illustrate some
of the variability in employment.

«

1. Porter in largg hospital

-

9:00 Arrive and punch in

9:05 Wash pots and pans

10:20 Drain, clean sink

10:30 Collect baking sheets and wash

11:00 Lunch

11:30 Clean steam kettles, collect laundry

.3:30 Wash pots

1:30 Work in dishroom, wéshing patient dlshes

2:30 Break

3:00 Mop 'walk-in' floors

3:15 wash pots

4:00 Clean grill, empty grea.se pans, empty kitchen garbage, wash steam
: kettles

5:30 Punch out o . -

2. Dishwashing ih commercial restaurant

9:00 Fill pot sinks, wash pots .

10:00 Fill dishmachine, wash dishes )

10:30 Take out garbage and boxes '

11:00 Lunch

11:30 Wash dishes, sort out contents, rack glasses, cups and plates, sort
silver, stack and put away clean dishes
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.3:45 Break

10 Dump garbage, boxes

30 Wash pots R
10 Put away all dishes and pots
3

3
4:
4:
3:
5:30- Finish; sign out

3.P Potwasher in small hospital

10:30 Fill sinks, wash pots
11:30 Deliver carts of patient meals to floors
12:15 Wash pots
1:00 Lunch
3-3 Wash pots
00 Prepare vege{ables, peel potatoes, wash lettuce and carrots
3:15 Wash pots :
4:30 Serve vegetables and soup on patient trays
5:30 Wash pots
6:00 Break
6:15 Wash pots -
6:30 Clean sinks
7:00 Finish ° L

4. Busser in public cafeteria+

9:00 Set up bussing cart .
9:05 Begin bussing tables s
. 10:30 Break oo
. 10:45 Continue bussing |
12:00 Collect salt and pepper shakers, sugar jars and refill
1:00 Finish, punch out . \

' ' v

N

. XDishwasher in nursing home

9:00 Organize dish room

9:15 Bring carts of clean dishes to dumbwaiter and send upstairs

9:20 Unload clean dishes from dishmachine and put Away

10:30 Wash pots and pans

11:20 Set up soup cups on steam table

12:00 Pull trays of dirty dishes off cart, remove cups and glasses and rack,’
pass on to next loader

1:30 Return clean dishes to dining room : ‘ SN

2:30 Break

2:45 Clean dishroom, wash mats, sweep and mop floor, clean and refill
dishmachine, wipe counters e

4:15 Break .

4:30 Wash pots and pans
5:00 Wash garbage cans with power sprayer
5:30 Finish

K Job Failures

There are three broad categories within which to describe job failures. There
are those individuals who left their jobs voluntarily, those who lost their jobs
for reasons unrelated to their performance, and those who were ﬁred for
performance deficiencies.

{

. \ . 29 .
o \ ‘ _ ) 3? «




-9 )

_+ Five individuals voluntarily left their jobs for a variety of reasons. Two
quit to become married and to devote full time to homemaking. Both of these
left the program and were not interested.in pursuing other employment. %ne
individual quit because he did not like reStaurant work and refused to ace pt
. other placements. Two individuals quit their jobs because they did not like the
hours. Employment was found for both of these in other settings.

Three individuals lost their jobs for reasons apparently unrelated to job
performance although the fact that this happened twice to one individual
suggests that there may have been problems which were not reported by the
employer. One worker was laid off because of staff reductions at the
restaurant but was referred for employment at anothér restaurant managed by
the same employer. Another was laid off because the manager wanted to hire a
relative or friend. The person who lost two jobs was laid off first because a
change in management brought in a supervisor who refused to work with &
retarded person. The secdnd loss was due to a staff reduction at the restaurant.
This person is currently employed in another setting. .

[t is worth noting that a civil action eould have been filed with reference
to the person who was laid off for no reason other than that the supervisor did
not want to work with a retarded person. This was a clear case of
discrimination against a person because of a handicapping condition. However,
the case would have been difficult to make and the action might have caused

other potential employers to hesitate to hire other program graduates.

' The majority of job failurés were related to performance. In 45% of the
cases, speed of performance was a factor if not the cause of the failure.
Attitudes of the workers and the inability to consistently complete a task
correctly were the next most frequently mentioned reasons for job failures.
Quality of .work was frequently a factor but 'apparently not as important as the
attitudinal and speed problems mentioned above. The inability to follow
instructions was another often cited reason for failure. '

There were occasional references to personal hygiene and poor social
relationships with co-workers as causes for job' failures byt these were
infrequent. One worker lost his job because of inappropriate verbal behavior.

If one were to attempt to identify the most important qualities which
relate to job successes or failures, these would have to be (a) speed of
performance, (b) general attitudes relating to the employer, co-workers and the

work situation, and (e) the ability to follow instruetions. .
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IV. CONCLUSIONS AND RECOMMENDATIONS
*

The findings of this study have been reported in the preceding chapter thho\{t
reference to many statistical procedures. The project outcomes are relatively
self-evident but there are many questions which could be asked by serious
researchers. The trainees were not randomly drawn from an identifiable
population; selection was determined in part by the referring system and in part
by the research interests of the projec Intelllgence test data were of unknown
reliability. Contrast groups were not used,

Nevertheless, much of the data .obtained as part of “this study are quite
reliable. Furthermore, these data relate to variables which are considered
highly important including the number of years spent in sheltered settings, the
documented "unemployability" of the trainees.prior to training, the income
earned by program graduates- and the number of months and years of employ-
ment following training.

This chapter presents the conclusions reached by the project staff after
four years of training mentally retarded adults for jobs in the food service
industry. The conclusions are based as much, if not more, on the observations
and experiences of the staff in the conduct of the project as on the analysis of
summative data. However, until these conclusions have been examined through -
additional research, it might be appropriate to- consider some of them as -
hypotheses for further inquiry. The material in this chapter is presented under
six headings: (a) Vocational Training for Mentally Retarded. Adults, (b) Cost
Factorg in Vocational Training, (¢) Disincentives, (d) Issues for Further Consid-~
eration, (e) Recommendations, and (f) Conclusions. -

-

Vocational Training for Mentally Retarded ] Adults

The results’indicate that 35 of 39 individuals trained and placed into jobs during
the course of this project’are currently employed. There is little question in
the minds of the project staff that none of these people would have been
employed had it not been for the vocational training provided by the project. .
Based upon this finding, it is the conclusion of the project staff that vocational
training can be effective both in moving mentally retarded adults from
sheltered settmgs into competitive employment and in preventing high sehool
"graduates' from entering sheltered settings.

Theré are a number of factors relatlng to the success of the project which
deserve comment. :

Replicability~

It is possible for the training program to be "packaged" and transferred to
another site. The highly structured curriculum and the availability of training
materials and manuals madé it possible far a different group of people to
operate a successful training program in an entirely different setting. Further-
more, after some initially higher start-up costs, the replication project was-able
to operate within the normal fundmg systems of the State of Washington. .

Ny

The Structured Curriculum
’ ®
This project made use of a highly systematic, structured curriculum whicﬁ

included specific instructional procedures. -Each training’ objective was spec-
ified and criteria established to determine when tHe objective was achielVed.
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Progress toward each objective was carefully’ measured each day and training
procedures modified if necessary, This curriculum is.available at cost from the
University of Washington. :

A Non'-'Developmental'A-pproach ' | ?,“ \

- A developmental approach to instrucnon which is appropnate for children
in| the elementary and secondary. grades appeqrs questionable when instructing
m retarded. adults. Many training programs for moderately and severely
men retarded persons incorporate training in living and social skills,
prevocational skills, and' vocational skills in that order. It is not uncommon to
find "prevocational" programs operating in situations where no voeational
training exists or is contemplated. Experience with this project has suggested
that ‘mentally retarded adults respond to a direct approach toward termina!
employment objectives and- that "prevocational” traimng for post high school
adults may be unnecessary, costly, and non-productive. . P

Learning vs. Performance Deficits

. Mentally retaréed adults clearly have learning problems. It can take as
- much as a year for a seriously retarded indivigual to learn a job that a non-
retarded person can learn in a week. However, once the job has been lgarned,
the mentally retarded person can perform at essentially the same-*level as a
normal person. This findmg led the project staff to conclude that mental
retardation is best characterized by learning - deficits rather than by perform- '
ance deficits. Where performance problems appear, as they often do, it would
appear that these may be the result of faulty learning in previous situations.
Clearly, there are some mentally retarded persons’ whose learning processes are
so deficient that no-amount of _instruction could eliminate performance
praoblems. However, the experience with the trainees in thid project suggests
that most performance problems can be reduced or eliminated through training.

This conclusion is considered important in that it suggests that unaccept-
able behavior on the part of mentally retarded students and adults should truly
be uypacceptable. There is reason to believe that behavioral standards for
mentally retarded adults, even those in the moderate and severe-ranges, can
and should be the same as for non-retarded adults. ¢

‘On-the-Job Traii\ing -

On-gsite .training in the. employer‘s estabhshment ‘was considered an
essential Rart of the training sequence for mentally retarded. workers. The
training program was not cgnsideréd completed ‘until the trainee was working
'independently on the job site.” Unfortunately, traditional coneepts of rehabilita-~
tion consider "placement" as the terminal objective and funding is reduced or
eliiinated at that point. In the experience of this project, op-site training and
continuolis follow-up are absolutely -essential components of this process for
severely and moderately retarded individuals. Without these components,
money. and time invested in training will often be wasted.

. Employer Understanding

]

Most employers. were much more ready to restruoture work and modify
their demands than had been anticipated. However, many &émployers need help
in understandmg the nature of mental retardation and in ‘ecoping with program

“y
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-graduates. Working mth severely mentally retarded workers is a new exper-

ience . for  mast employers and there are natyral anxieties and. concerns,
Employers ‘who hire . ogram ‘gradugtes are’ willing -to extend: Ihqmselues bu;
€, encouragement, and remt‘orcement. - Long term"
follow-up gwes_ the’ émployer a sense of. secuniy in the’ knowledge that someone

L will be .respondive - if - help is- needed, - The. cost:of long term follow-up .is

' "'.'__‘_ relatively small when compared with the lcost of retraming on & new Job site.
-Employers were more understandlng than had been anticipated: -and this was an

" “important’ factor in" the success of the program, but understandmg the noeds of

._Parents and:Guardlans A L T e )

the employer was equally 1mportant

~

One of the most crmcal factors leading to ‘successfuil employment for

.rﬁéntally retarded adults was the attitude of parents and guardians,. Many
b ‘parents and guardians still believe that a moderately or severely retarded adult.

must be sheltered from the "real world." Furthermore, many of these attitudes’
are reinforced by professionals who have not become aware that training
procedures have,&% en developed which could lead to cgmpeutive employment.
Many parents see their young adult sons or daughters as incompetent and expect

“them to fail in the employment situation. Instead of “offering encouragement

and support when difficulties are encountered, these are accepted as confirma-
tion of Incompetency and reasons for withdrawing fonom the program. Group
home operdfors and others responsible for the residential care for these workers
are not alwhys enthusiastic about employment opportunities for thelr residents.
This can be particularly true if .the hours of work are not consnstent with the

- normal schedule of the residential situation.

Ip the ‘past, the problems of training. and employers overshadowed all

" others in'attempts to enable severely and. moderately rethrded adults to become

employed. As these problems- are resolved, the prablems caused by attitudes of’

. pgrents and caretakers will stand out in clearer t'ocus.

- Cost Factors

. The cost of training in this prOJect was approxlmately twice. the amount the
- State of Washington pays pet day to keep a persbn in & developmental center.

" “Because of this, some ecritiecs have judged the: project to be impractital and
“unlikely for replication or adoption. However, the cost of training appears hlgh

only when comparlsohs art ‘made on a per/day bssis, not on cost over time.
Over a two year period, the State of Washingtori will pay. approximately gs,gg_o

-to keep a mentally retarded adult in ‘a developmental center and continue

paying that into the forseeable. future., It costs a little more than that over the'

same two year period to prov1de the training necessary to remove a person from’

‘the sheltered setting and into self—supportmg competitive. employment. The

State of Washington is saving over $85,000 this year alone in fees~for-serv1oes v
not required because 35 persons’ trained through this prqueot are working in

competitive employment rather than sheltered settxngs This amount alncreases . '

as savings compound year after year.

Furthermore, a comparison of training costs with the cost of long term
day ‘caresmay not be the muast ‘appropriate comparison to make.. it might be
more appropriate to compare the cost of this training program with the cost of -

“other training programs such as secondary special education programs for '

mentally retarded youth or postsecondary vocational training programs for non-
“handicapped adults. Such comparisons would bring a better perspective to the

. cost situation.

1
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Disincentives

"T.ﬁé;'e ‘are dilv.iﬁg_e'ntives built intp the welfare system which make it difficult to
éncourage the development oén vocational .education programs for mentally .
retarded adults. An individual earning a minimum wage will earn from $60Q-to

" .. $700 per nionth or $7,200 to $8,400 per year. A mentally retarded person living
" .im a group livme can draw benefits -of at leasdt_t much, if not more, from

Iy

vjal Security 'Disability ‘Insurance (SSDI), Supplemental Security Income (SSI),
and Titlé XX prografis.. : .

~ Although . mahy  .non-disabled people, ¢ particularly those without
_-:dependents, seem-to,_sui'\‘fivé with no more th he, minimum wage, a mentally
. retarded ".person,uiw;lnlly requires some form offsupervision in his or her living
arrangement. Unless' the person is eligible to'draw SSI or SSDI benefits, the
~cost. of such supervision must be borne by the worker. The ‘cost of living in a
"group hoine for the retarded in the State of Washington is at least $500 per

L

. “mionth and usually more. ‘-

v+ . It can’be noted that over half ofythe workers trained in this project live at
“home with,tﬁeir'parents'.' In sych situations, where the cost of a residential
program ‘is'not included .in the benefits and where excessive medical costs are
. not a problem, the worker' can earn more: through employment than is possible
_under welfare. .

. . One solution to this problem, currently under examination by the State Qé
Washington, 'is to reduce; the cost of residential care by reducing the level o
- supervision provided. Var_ipus "independent living" arrangements are being
considered which might bring. the cost down. to a level that a worker earning -
minimum scale could afford to pay. o .

" . There "are other disincentiYes in the system which work against the
~ development of training programs in postsecondary edutational institutions.
For many years there has been a consensus that training for the mentally
_tetarded is most .appropriately the concern of rehabilitation specialists and that
such training should take place in segregated rehabilitation fadilities. Further-
more, professional personnel in community colleges and vocational/technical
institutions are not expected to be specialists in specialleducation. University
spécial education programs do not provide training for persons seeking careers
in postsecondary-vocational training settings. As indicated in the introduction
of this report, there appears to be no body of knowledge developed around the
concept .of vocational education which can‘serve as a basis for new program
development. For all practical purposes, vocational education for the mentally .
retarded leading to employment in the competitive sector is relatively new to
both the fields of special education and vocational .education. Lagk of
knowledge, uncertainty, and a genuine Hesitaney to step into unknown territory
are the greatest of all disincentives. . :

7 -
'

Issues for Further Consideration- - ' ,

A number of issues surfaced during the conduct of this project which deserve’
further consideration. Additional research will be necessary to address these
issues. . .
1. It i3 not known to what extent the quality of life for mentally retarged
individuals has been affected by becoming employed, It would be-
- important to study the non-work lives of retarded adults before they -
. . become employed and after employment. :
2. The high cost of training-in'this project results from' the employment, of fully

qualified specialists with skills in behavior analysis and management as =

t
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trainers. Alternate stafflng patterns could b'e explorgd to deternYine 1f
costs could Be reduced. -
3. An assumption has been made throughout this study that a high employee
turnover rate is a major factor in the willingness of employers to hire
severely and moderately retarded workers. Although this appears to be an
important factor, it may not be as critical as once thought. Additional-
research into the requirements of different industries and the needs filled
by hiring retarded workers would be helpful. '
4. A substantial number of program graduates experienced failure in their first *
< jobs, and then settled down into their second positions. It would be
important to determine the causes for this and to-develop procedures to -
minimize initial failures. .
9. Now that it has been demonstrated that moderately and severely retarded
individuals can be trained for employment in the food services industry, T’
becomes important to determine other possible vocational opportunities. -
6. A number of learner characteristics have been identified which either inhibit
or facilitate learning of skills necessary for employment. It would be
important to determine if learner characteristics which would facilitate
vocational training after high school graduation could be shaped during
segpndary school attendandle. y

)
Recommendations

A great deal has been learned by the investigators in this project which forms
‘the basis for, the following recommendations. These recommendations derive as
much from the involvement in the project as from the results. As indicated
earlier, although the investigators have confidence in the outcomes of this
project and the recommendations which follow, others may prefer to consider
these as hypotheses until additional research can confirm the results.

- The recommendations are grouped into two categories: (1) those ad-
dressed to parents and advocates concerned with handicapped persons and .(2)
those addressed to educators in various settings. Finally, séme additionail
observations are made with reference to Federal systems as they interact with
* postsecondary edycation for handicapped persons. y

Parents and Advocates

1. Parents and others concerned with the welfare of handicapped persons
should view postsecondary vocational education as a natural extension of
the education system and take appropriate steps to assure that programs
are available as“handicapped youngsters leave secondary schools.

2. Programs for handicapped persons at postsecondary educational institutjons

could be improved through parent and advocate participation ‘on eltlzen

advisory committees associqted with such institutions. Efforts should be
made to identify and/or orginize such advisory committees and become
involved in the develgpment of appropriate programs.

3. Postsecondary educational systems generally receive funding through state

- - appropriation processes. Often, where programs have not been establish-
.ed for handicapped persons, it is because requests have not been made to
the legislature for funding of such programs. This is often an expression
of priorities held by the postsecondary institutions. Parents and
.advocates could help by working with their legislators to assure that

' . funding is available to initiate and operate postsecondary programs for
handicapped adults.

[ 4
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Secondary Schools

Postsecondary vocational programs are, by their very nature, more
expensive than secondary educational programs. .The student to staff ratio
must be smaller because of the intensity of the training programs. For this
reason, it seems important to differentiate "prevocational” skills which can be
taught in the less expensive secondary schools from the specific job skills which
are more appropriately -taught in postsecondary settings. This project has
identified a number of specific skills which could be faught in the secondary
school which could dramatically reduce the cost of subsequent vocational
training. The following are skills which would appear approp‘biate for secondary
school instruction:

1. Public transportation. The ability to take advantage of public transportation
is essential to acquiring and holding a job for moderately and severely
retarded adults. Every trainee in the project reported herein, even those
with the lowest functioning levels, was taught to ride buses to and from
the training site and to and from work without supervision. Even though
school buses are generally available for secondary school pupils, instrue-
tion should be provided in the use of public transportation. .

2. Speed of movement. Slow movement is a serious deterrent to employment
for mentally retarded adults and yet, as‘has been demonstrated in this
project, increased speed of movement can be-achieved through training.
It would be -helpful if secondary. schools could attend to this problem
rather than accept it as a characteristic of mental retardation. Simple
positive reinforcement for increased speed of movement, tasks completed

. on time, a reduction of within: task decision time, ete:, ¢ould make a
significant difference in performance. d/ ‘

3. Social behavior. One of the most frequent deficits noted in this study has

- been the lack of skills required for appropriate social behavior. When a
retarded person moves from a secondary school or a sheltered workshop
into a vocational training or work setting, he or she i$yoften moving from

a socially permissive situation into one which requires social restraint.

This appears to be a difficult transition for a mentally retarded person.

. Recognizing the difference between a social and a work situation and
. behaving accordingly can be very important for vocational sucéess for a

retarded worker. Appropriate social greeting is a particular example of a

skill which the schools could address. Shaking hands is an appropriate .

form of greeting when introductions are made but it is not necessarily .

appropriate under many other circumstances. | o
4. Responsiveness to instructions. Mentally retarded students need to learn

appropriate attending behaviors while receiving instructions. They need

to learn the appropriate behavioral responses to make after they receive
instructions to qssure the supervisor-.that they understand. These are
learned behaviors which could be taught in the secondary schools.

5. Time management. Although not all mentally refarded students can learn to

. ' tell time, most can learn time mansgement. They can also learn the
- : importance of doing things "by the clock." They can learn that starting a
task on time is important and that continuing the tasks until the clock
tells them to stop Is also important. A "mateh to sample" process using
: , clock faces can help in this regard. Again, these are skills which can be
taught in the secondary schools. ' _

6. Non-productive behaviors. There are a variety of non-productive behaviors

. which the schools might attend to which are important for postsecondary
training and employment. These include tongue extrusion, extraneous




-‘motions, aggressive and hostilé behaviors, failure to make eye-contact,
and over-friendliness with strangers. Although some of these are difficult
to correct in any situation, systematic attention by the schools could be
helpful.

+ Specific gkill training. Public school personnel should recognize that even

' the most retarded student has the potential for employment. Educational”
programs should identify specific skills, such as those listed above, which
employers and postsecondary trainers require and direct training programs
toward the.development of such skills. The generalized concepts of
"living and social. skill training" and "prevoeatidnal® training should give '
way to very specific objectives which are essential for employment.
Independent living skills are important but should not be the exclusive
focus of secondary education programs.

Postsecondary Institutions ;

- "It can be antici[;ated that postsecondary vocational educational institu-
tions will play an important role in preparing handicapped persons for employ-

‘ment. during the 1980s. Handicapped children, now progressing through the

schools under expensive 94-142 prégrams, will be graduating and moving into

adulthood. ~ Parents of these children will not be satisfied with placement into

sheltered workshops. The taxpayers who paid bills for 18 to 21 years of

education should not ‘tolerate these expenses if they lead to little more than a

lifetime of welfare. The postsecondary vocational education systems offer the

best opportunity for moving handicapped children into the world of work. The
following recommendatnons are designeY to assist the postsecondary facilities in
meeting this challenge.

- 1. Role differentiation. There should be a clear distinction ween the roles
of secondary schools, rehabilitation facilities, and postse@ondary institu-
tions with reference to moderately and severely retarded individuals. The
secondary schools could concentrate on specific pre-vocational skills.
Postsecondary institutions could concentrate on specific job skills re-
quired for employment. Both could include instruction in social skills
required for independent and semi-independent living. Rehabilitation

. facilities for the mentally retarded could provide both training and
employment for those individuals with very severe learning and social
problems for whom specific skill trgining might not be immediately
appropriate. At the present time, postsecondary institutiond offer a wide
variety of programs which appear to cut across the responsibilities of the
& other agencies (see Appendix A for examples of community college

objectives for the expenditure of Federl vocational funds set hside for
the handicapped® ,

2 Selective admissions. Not all mentally retarded youth will have an
opportunity to attend a postsecondary educational program, just as not all
nen-handicapped youth progress. to postsecondary training.. The post-
secondary facilities should be selective and choose for admission individu-
als with reasonable chances to succeed in vocational training programs.
There is a tendency in some states to provide "ptevocational" training to
groups of retarded individuals rather than to select individuals for specific
job training opportunities.

3. Individualized vocational training plans. It is expected that handieapped
‘individuals will benefit from individualized planning at the postsecondary

level. Mentally retarded students enrolled in postsecondary educational .

settings should have specific vocational goals with programs designed to
_meet those goals.

¢
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4. On—campus programs. The concept' of "least restfictive environment®
applies to postsecondary education as much or ‘more than to elementary
and secondary schools. Community colleges and vocational/technical
institute programs for handicapped students should operate on the

,y campuses of the institutions offering the programs. Furthermore, the
students should be fully enrolled, tuition paying students with fuil
opportunities to participate in extra-curricular activities. The current

. practices in some states of sending instructors to segregated settings
'should be discouraged. \ :

5. Funding. The development and operation of specifie skill training programs
for mentally retarded adults can be expensive. It would be advisable for
postsecondary institutions to begin now to include required funding in
their budget requests. This could help head off serious funding problems
in the years to come as parents and advocates become more familiar with
the opportunities available for postsecondary training and begin to
demand services. In some states, funding might be available from
vocational rehabilitation and developmental disabilities agencies to help
with start-up costs but these funds should not be relied upon for the
operation of ongoing postsecondary vocational educational programs.

6. Pilot programs. . States with limited expertise in providing adult education
for moderately and severely retarded individuals might -be wise to develop
a limited number of pilot programs as soon as possible. This would
provide a valuable bapk of experience to draw upen .in developing
additional’ programs as well as provide a better basis for attraéting
appropriations from state legislators. ' :

7. Special education assistance. Many postsecondary educational facilities will

’ not have special education personnel on their faculties. Training pro-
grams in special education have not often prepared personnel to work with'
adults, resulting in a severe shortsge in this area. However, special
education faculty in university teacher training programs in secondary

' schools can provide valuable assistance to postsecondary institutions

. desiring to initiate programs for handicapped adults. Postsecondary
educational institutions might consider the establishment of relationships
with such personinel relative to the development of postsecondary voca-
tional training pregrams for handicapped youth. -

Observations relating to Federal Systems

. The Department of Education and the Department of Labor both have an
interest in improving employment opportunities for handicapped adults. The
role of the Department of Labor with reference to postsecondary edueationa)l
opportunities for handicapped youth is not yet clear. It remains to be seen
whether or not this agency will become involved in formal educational
programs. However, the Bureau of Education for the Handicapped and the
Rehabilitation Services Administration both have direct responsibilities in this
area. Furthermore, the Congress plays an extremkly important role in the
development of Federal legislation affecting vocational education opportunities
for handicapped adults. The following are observations about the interaction of
the Federal systems and the development of vocatipnal training opportunities
for handicapped adults. ' ' , :
1. Rehabilitation ang special education. As indicated earlier, both rehabilita-
~ tion and special education are important to handicapped adults. The
classical distinetion between these based ‘on age of employability is no
longer useful.. The Rehabilitation Services Administration now has

Y
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— authority to develop programs across the full age range, including
: preschool while the Bureau of Education for the Handicapped has clear

but somewhat limited authority for postsecondary education. It will be

necessary at some point to' better define the functions and responsibilities

of these two agencnes :

2. Research. There is a very limited body of knowledge with reference to
vocational education for hahdicapped adults in postsecondary educational

institutions. There is a seffious need for research in this area. If the 1980s

are to see dramatic advanges it will be necessary for one or more of the

. various Federal agencies™to designate adult education as a priority area
for research and development. .

3. Technical assistance programs. Since the number of professional educators

T experighced in the provision of vocational education to handicapped adults

: "+ is limited, the expertise of these individuals might be used more effi-

ciently through the mechanism of technicdl assistance. This could be

s accomplished through the development of new technical assistance pro—
grams or the expansion or redirection of existing programs.

4. Professional personnel training. Both the Bureau of Education for the
Handicapp;g:nd the Rehabilitation Services Administration provide funds
for the support of professional training progtams. However, neither of

- these focus funds toward the training of professional personnel to work in

postsecondary educational institutions. In faet, it is not clear that either

agency has the legislative authority to do so. Nevertheless, there is a

desperate need for personnel trained to work with handicapped adults in

postsecondary educational settings. There is a particularly immediate

.  need to provide summer workshops and other short term in-service

~training programs for personriel currently eygaged in providing services to
handicapped adults in postsecondary settings.

5. A national conference. Thé Bureau of Education for the Ha

"~ Bureau of Adult and Vocational Education, and the Rehabili

Administration might consider jointly sponsoring a nationpal conference on

postsecondary vocatlon@l education for handicapped fdults. This would

‘bring together the most current knowledge and allow for the development

of a set of guidelines and/or standards which might be helpful in the

development of this new area of services to handicapped adults. Such a

conference mjght also be helpful in the development of national goals

relative to training and employment of handicapped adults.

6. Federal legislation. The possible emergence of postsecondary education for

handicapped adults as a national priority requires that Congress examine

*carefully the various individual Acts which relate to this area. Possibil-

ities for adult education exist in various Federal Acts but since this has

not been a priority area little attention has been paid to these various bits

and pieces. It might be helpful if the appropriate committees of Congress -

would examine I(\: various laws, 1mpactmg upon: postsecondary education

/

in order to facilitate the development of improved programs.

7. Dismcentwes The\problem of disincentives to employment embodied within

the welfare system is very serious mdeeq. Unless Congress can find a way’
to qualify handicapped persons for ial welfare services while fully
employed, very littlg, will come from/even the best of postsecondary
vocational educational programs. Legislation is needed which would allow
the welfare system to pay the excess  costs of living which some
' handicapped adults, encounter. ‘This could be done by ealculating the
percent of income normally required for.housing, medical care, ete. at
various income levels and then providing direct grants to handicapped
persons when costs exceed the normal range.

i
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Conclusions

.
Cad

The results of this project suggest that most mentally && persons could be
employed in competitive situations if they were given sppropriate vocational
training. ¢ ' . ST J
: It shouid become possible for mentally retarded youngsters to acquire
basic skills in the secondary schools, and then transfer to vocational training
programs in postsecondary educational settings. Experiences in these settings
should lead directly into competitive employment. ' ,
During the past two decades, there\has been a clear recognition that
residential institutions for mentally retarded persons are detrimental to devel-

opment and to normal adult relationships and interactions. It is hoped that this

study will further the recognition that it is not the presence of beds which make
these institutions so detrimental but the lack of opportunity to-fearn from role
models, from effective instructional programs, and from experiepces gained
through interaction with the community. Day programs which segregate

retarded individuals from the community, which fail to provide optimal learning . -

opportunities, and which perpetuate the classic myths of mental retardation are

institutions in the fullest sense and should be considered as such. :

-t

The hope for mentally retarded adults is through effective education and
training. It is th*premise of this report that this training can and.should be

provided in the settings; on the same campuses which provide training to
non-retarded peérsons! It will only be through participation in the normal
institutions of society that mentally retarded persons can truly be free from the
special institutions which have been so costly to society and so detriméntal to
. those they were designed to serve. "

-
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APPENDIX A

Community College Objectives for Expenditures of
Federal Vocational Education Funds Earmarked .
for Handicapped Students, 1978-1979
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Peninsula College . C Federal Share

To provide five hours per day (25 hours per week) for four
quarters in developmental work skills and basiec communi-
cative and computative skills to help prepare 15 to 20
mentally handicapped referred by Division of Voeational

Rehabilitation for work in sheltered workshops. $4,000 ;

To provide for special continuing education for classes for
'10 to 15 handicapped indjviduals for 3 quarters, a total of

four classes. _ 1,000
' . To purchase instruetionahaids to assist the handicapped in .
their instructional programs. ' 1,000

To develop individual vocational goal programs for ten
handicapped students enrolled in Eduecation 09 at the
Diversified Industries Adult Developmental Center. Per-
formance objectives will be defined. 1,000

. To imprd¥e inservice developfnent of instructors in handi-
capped programs by assisting-with the cost of attending
special workshops and-seminars. 387

V4 Grays Harbor College

.To provide a program of basic education to develop-

‘ mentally disabled adults enrolled in a local sheltered
woslshop and to provide guidance and eounseling for
st&t participants (fpproximately 30 students). 4,000

To }fnprove trh% physical facilities of the heavy equipment
mainténance training center to accommodate handicapped -
students, a bathroom will be remodeled to meet city and

———

state requirements for the handicapped. ' 1,939
To improve instruction of physically. handicapped voca-
tional students a one handed typewriter will be purchased. 405
s ) To extend thé' guidance and éounseling of handicapped
’ students enrolled in the local sheltered .workshop, a ’
' . counselor will be provided for three months. Over 40

| students will be counseled. ) 1,863

4
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Olympic Collegé Con

‘equipment, equipment rental, ete.

To employ a person who will be responsible for identifying
handicapped students, and coordinating services to be
provided for students having handicapping conditions.

Y
1

To provide services for students having handicapping
conditions, such as tutoring, purchase of supplies and

-«

To employ a 'person who will do counseling and provide
other support serviceS for handicapped students.

Skagit Valley College . -

To provide support services, travel or released time for
two handicapped instructors serving 47 handicapped
students at a cost of $745.

To provide 250 hours of 'counseling and related services to

handicapped vocational students at a cost of .$3,000.

Everett Commun!t:LCollege

.

To continue "to improve special services to handicapped

vocational students to assure their success in vocational
programs and eventual job placement through the con-
tinued employment of one full time vocational handi-
capped student-coordinator/advisor.

To provide necessary supplies and related matenal for
handicapped students.

Edmonds Community Collegg

To improve basie living skills and prevocational skills for
the 10 to 15 handicapped students at Work Opportunities, a
local sheltered workshop, by providing part-time instrue-
tion to students and support services,so students may

~ better succeed in full time employment and ability to live

on their own.

“To improve Services to between 20 to 30 handicapped
vocational students by provndnng specialized equipmefit so -

they may better succeed in vocational programs.

To improve services to the vocationally handicapped
students by purchasing tapes, books and other needed
supplies to serve between 20 and 30 vocationally handi-
capped students. -

o

s 93

Federal Shar’é

$4,000

7,190

4,718

257

3,000

18,022

2,784

3,000

3,340



Eederal share

To’ improve vgcational handicapped students' success in %
*  vocational programs by providing tutorial services for 6 to
: 8 handicapped students; students nedding special services
. . will be referred by the college's handicapped coordinator. 1,960

To extend the communication skills of parents of hearing
impaired children and a para-professional working with
hearing impaired children by offering one 3 credit course
during ‘the spring quarter in sign language to serve be-
tween 15 ancl 20 parents and para-professionals. - 1760.

To extend communication skills for older adults who are
handicapped by hearing 1oss by providing instruetion in
communication skills for between 10 and 15 older adults to
* better succeed as homemakers or in entering an occupa-
; .. tional field. o 760 ,
\ . y
To improve vocational guidance and counseling services to
40 to 45 students with handicaps by employing a counselor.
to serve as handicapped services coordinator: to work
directly with handicapped students at 9.2%. . 2,140

yd To provide for vocational facﬁt}'r or counselors staff
+ development for attendance at.workshops pertaining to X
the handicapped. o 500

North Seattle Community College l .

S

To provide special services to students having handicap- .

% ping condjtions, federal vocational act funds will be used .

to partially pay the salary of (name deleted), watch-

making instructor. This portion of his salary relates to

special activities performed just for handicapped

- students, i.e., special tutorial services, adjustment to
' counseling for handicapped students, ete. Histactivities in

' this program will serve a minimum of eight individuals

* having handicapping _cpnc\itioqs. 3,478...

To provide support services for handicapped students
enrolled in vocational pl\_ograms, federal vocational act -
ﬁ funds will be used to pdrtially support the salaries of -
individuals employed in tQe office of Special Services and
Minority Affairs. A minimum of 50 handicapped students
. will be served during the 1978-79 year. - 8,832

Y
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SR To provide special support services for. handicapped

.. students enrolled in vocational programs. Federal voca- .
tional act funds wiil be ‘used to partnally pay the salary of :
one coiinselor - wha, specializes in ‘handicapped personal .-
N adjustment eounseling. A minimum of 25 handicapped .
students will be servnced during the 1978-79 year $6,083

.Seattle Central Community College I

"To prov»de for vocational gu:danée'and: counseling for-
handicapped students by supporting a staff member in the -
mterpreter training program. - : . 1,430 .
To provnde speech and hearing services for all students_-_‘ | -

enrolled in the program for the deaf and the program for . .

the mildly handicapped by supporting a speech pathologist S
during the fall quarter. o, . 3,733

~ Te provide vocatxonal guidance and counseling for handi~ _
capped students by supporting a staff .person in ‘the . -
_ program for the blind. . - 1,632

To provide vocational guidance and counseling for handi-
capped students by supporting a staff memper in the: .
»> program for disabled students - N ‘ 272

dv'-'.',,'..;‘ - To provide instruction in sign language and related skills
- to. professionals working with ‘deaf students. Approxi-
mately 40 classes in the interpreter training program will - .
."be offered fall, winter and spring quarters. - 16,273
. To provide specialized services to students having handi-
. capping conditions by supporting two staff members in the * .7
. SN interpreter training pregram. , . 9,745

£

To provide 'Braille courses to students by sug"porting\'

;! igstyuctional staff at a cost of: 7 5,667

South Seattle Com munity College | '
To. provxde Tacility modificagon (504 requrrements)"

relating to handicapped students oo 3,015

To extend and 1mprove the quahty and availability of the

motor vehicle maintengnce program for 18 to 20 handicap- ' ¥
ped students with training disabilities through salary sup-- -

port plus fringe benefits for an instructor to overgome , . -
these handicaps. 1,420
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\ o %géhne Community College

* ¢

. To extend and ifiprove the quality and availability of the
hospitality program for five disadvantaged students
through salary support plus fringe benefits for two
instructors. _ :

To extend and imprqye thelquality and availability of
vocational education for 28 to 35 language disabled-handi-
capped students in the learning assessment center through
salary support plus fringe benefits for four instructors.

»

RN '_f"I"d'fiih&int&%n quality in existing classes (26) for the de-
. velopmentally disabled during 1978-79.

. To provide a ¢lass for 8 to 15 deaf students during 1978-79.

et Toz_proviae .é_f elass for from 6 to 12 blind students during
o 1978-79, N

R '.Tq.main_i::aiﬁ- transportation to and from campus for the 15
i to .28 developmentally disabled students each week.

' ".'~Tb~_-éx_,t\ét-1_.d cotinseling services to from 5 to 16 physically
handicapped students enrolled in vocational preparatory

_programs. ':

Bellevue Community College =

' T_o provide classes in a sheltered workshop environment
A for. 40 preévocational students in summer and fall quarters

by providing 'salary_-for‘ instruetor. . .

To expand and improve specialized services for from 40 to
- 60 handicapped students in the parent education and early
* /childhood -education programs by supporting instructors'
salaries and travel. _

&3 ... To provide note taking services and readets for 15 blin
: - prevocational students. : C

To prbvjde for a three~fourths position for a coordinator °

of the handicapped to counsel, develop programs, to assist
in implementing 504 regulations.

To provide vocational guidance and counseling services tg )
85 handicapped to counsel, develop programs, to assist iq'

implementing 504 regulations.

-

)
»
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Federal Share

4,950

3,615

6,500
781

81

400

7,455

1,743
3,128
100
6,430

2,033



Federal Share

Tc; indrease the guidance services to approxli'nately 30 ' -
prevocatlonal handicapped students through the provision
‘of staff salaries. . $3,845

. .

H_iéhline Community College

In order to provide services for students having handicap-
ping conditions, instructional supplies and materials will
be furnished for handicapped students requmng supple- -
mental instructional techniques. _ 2,990
_In order to provide services for students having handicap-
ping conditipns, prevocational and vocational training for
.10 to 15 handicapped parents will be established. 7,900

In order to improve vocational guidance and counseling

services for handicapped students, one half-time FTE

coordinator will be ptovided to counsel handicapped :
* students participating in vocational programs. 9,000

Green River Communily College p

To provide educational services for approximately 150 to
- 200 handicapped persons at South King County Activity
Centgr from July 1978 to June 1979. To provide Services
and training -to approximately 125 to 175 handicapped
persons at the Industnal Skills Center. h 4 10,970
- , £
. To provide “Sducational services for approximately 150 to
200 handicapped persons at South King County Activity:
. Centers from July 1978 to June 1979. To provide services
and training to approximately 125 to 175 handicapped ‘
persons at the Industrial Skills Center. . 10,970

Fort Steilacoom Community Colleg‘é

To provide special services for handicapped students:
Student preadmission ecourse advising, course adoption,
coordination of vocational services, prevocational skills
development, special equipment, environmental ‘barrier
studies, interagency assistance and referral, public aware-
ness of handicapped needs and in-service education -to

implement Section 504. Costs are as followe' . |
A. Program advisor 7,954 -

B. Assistant advisor : ' 5,000

'C. Individual progress center’ 9,000

D. Supplies and equipment 1,000

E. Student clerical needs 1,500

To provide special guidancé and counseling services for
25% more handicapped students than 1978. . 5,512

Tw,




Centralia College

. To provide basic job, skills to 17 individuals at Lewis
County’ work opportunities (sheltered workshop) by provid-
ing one half annual FTE for adding a program in the
Morton area. ' .

To provide job counseling services to 10 individuals at
Lewis County work opportunities. .

Qlympia Technical Community College’
Y .

To provide an instructor/coordinator to coordinate and

teach basie living skills, occupational orientation, and
. prevocational education to individuals handicapped due to

physical and mental conditions. -

Lower Columbié College

'To provide special classes to cn-campus handicapped
vocational students so that at least 15 students may. enroll
and effectively complete current vocational programs.

To provide special instructional assistance for 5 to 10
handicapped students currently gnrolled in vocational pro-
grams so that they can continde.

Clark Community College '

To provide excess eost for program analysis and develop-
ment for handicapped. .

Excess cost to provide cooperative work experience to 6
to 10 handicapped. ‘

To provide for cost of specialist vocational counselor to
serve 24 to 35 handicapped students.

Wenatchee Valley College, s .

To mqintain a program of teaching survival skills sﬁcg as
cooking, money management, driving and consumer edu-
cation for 80 to 100 handicapped persons in the college
district. ' Certification of the availability of local and
state matching funds is attached. ’

Yakima Valley College

To develdp and ﬁold educational training workshop for
handicapped students. 30 to 50 persons will be served.

To provide developmental education at Yakima Good Will
‘on a part day basis for 10 to 12 handicapped students.

~

Federal. Share

Y

$8,05]

1,500

(?)
9,122
2,136

$2,449
2,476

15,041

10,237

1,264

3,000



Federal Share

To provide at Yakima Adult_Education Center, home skills ,
training for 5 to 7 handicapped students. _ $4,000

To proinde at Yakima Adult Education Center, cle}ical
skill trammg for 8 to 10 handicapped adults. 7,000

To provxde at Ellensberg Adult Educatlolb Center, clerical
skill training for 2 to 3 handicapped students. >

To provide at Sunnyside Adult Education Center, clerical
training for 4 to 6 handicapped students: 3,000

2,391 -

Spokane Community Collegj and Spokane Falls Community College

"To provide instructional serwces to clients at Lakeland
Village. 26,158

To provide services for the physically disabled student at
Spokane Falls Community College. _ 757

To provide facilities for EMR students at Jessie Webb in - :
Colville. . 14,400

To provide instructional services for 60 EMR students at ,
Field sehool. : ‘ 45,770

i Counseling for handicapped students. ' 37,795

Big Bend Community Colleée

To maintain current level of specialized clinic instruction
for 16 handicapped students. Note: Handicapped condi-
tion will be determined physical problems that hinder

students' success in prografs without special assistance. 800

~
L]

To extend handicapped instruction programs by initiating
prevocational education and new vocational skills class to
provide vocational training. for handicapped students not
enrolled in regular programs. ‘ 3,219

Through specialited - program counseling the number of
handicapped students in programs may be improved to 30
students in 1978 79. 1,005

To actively seek out and counsel with potential and
prevocational handicapped students not in the mainstream /
of education and .to develop their vocational gducation -
interest and potential and to initiate a vocational orienta-

tion class if feasible. | ‘ 550
o J«
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" Federal Share -

o

Consultive service to faculty relatwe to handicapped
- training. , . $ 400

i

, Columbia Basin Collegé . o

To maintain the support of the sheltered workshop at the
Cerebral Palsied Center 'serving approximately, 70 handi- -
capped students per'quarter at a salary cost of: 10,527
_ " _
To develop and implement a program to conduct a census O\
of 'handicapped students, identifying their particular
needs, and providing ‘guidance and counseling. The num-
ber of students served cannot be determined until the
census has been completed. The federal share of the cost
will be approximately: 5{000

To provide travel'fundé fon; personnel attending handicap-
ped workshops at a cost of: 150

Walla Walla.Com mumty College /

Vocational training for..-.B to-12 handicapped students. 1,000

~ To provide vocational guidance and ‘:ounsehng for handi-
capped students as a result of operating a vocational
assessment lab. Approximately 20 to 30 students will be
served. . 12,34

J
t

Whatcom Community College

To provide group instruction to developmentally disabled

individuals through local sheltered workshop agreements _ .

in life and home skills. Twenty to twenty-five students L >
will be served for three quarters. Money will be used to

pay faculty salaries and fringe benefits. - 2 7,726 -
Tacoma Con mumty College - s
i Coordmator for handicapped center at three-fifths time . ,
and one clerical assistant to the handicapped center, cost '
plus benefits, total. 14,981 -
L)
e
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